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REINFORCING INNOVATION THROUGH TRANSFORMATIONAL 
LEADERSHIP: A CASE OF JORDANIAN TELECOMMUNICATION SECTOR 
Abstract 
Today, the world is witnessing huge and comprehensive developments in the social, 
political and economic aspects of life. This dynamic environment describes the rapid 
change which can be attributed toward recent developments in the telecommunication 
tools. Evolving technology has transformed the world into one big country, a 
phenomenon referred to as globalisation. Jordan is a developing country and can 
tremendously benefit from this surge of rapidly evolving technologies. Recently, the 
telecommunication industry has gained massive attention because of the latest 
technologies that are catering to the growing demands of society. Innovation is the key 
element in this equation, particularly, in this sector since this sector is responsible for 
delivering the latest products and services that enhance the various aspects of life.  
On the one hand, leadership in organisations is characterised as a vital factor and trigger 
for managing people in this sector to be more innovative. On the other hand, it is 
imperative that leaders in such organisations possess specific skills equipping them to 
encourage and support employees for critical thinking and problem-solving. This in turn 
augments the idea generation process that results in the production of innovative products 
and services. Correspondingly, transformational leadership style gained more attention in 
the past two decades and is described as the main engine propelling the innovation wheel. 
Likewise, job satisfaction is fundamental to the efficient functioning of organisations. 
However, job satisfaction is likely to be the most affected by the leadership. In addition, 
knowledge sharing is identified as one of the most vital assets for organisations. 
Furthermore, knowledge sharing sustains a comparative advantage that allows an 
organisation to acquire a superior position among the competitors. Moreover, it is also a 
key element for enhancing the innovation. Also, previous literature has revealed that 
transformational leadership is one of the most influential styles that positively affects 
knowledge sharing, job satisfaction, and innovation. 
The current study responds to the call for more investigation regarding the direct impact 
of transformational leadership (TL) on innovation (INN). In addition, the study seeks to 
scrutinise the indirect impact of (TL) on (INN) through the mediating role of job 
satisfaction (JS) and the moderating role of knowledge sharing (KS), particularly in the 
context of Jordanian Telecommunication Sector (JTS). The study has been conducted by 
employing mixed methods (quantitative and qualitative). Therefore, for all study purposes 
ii 
 
a concurrent strategy was used, with the collection of quantitative data from the 
employees of this sector, and 486 valid responses were used to test the casual relationships 
among the study’s variables. Besides, 25 teams’ leaders from one company were 
interviewed for the qualitative analysis purpose. These interviews were designed and 
structured with the aim to explain the results obtained from the quantitative part.  
For the quantitative part, structural equation modelling (SEM) has been employed with 
Amos23 software in addition to SPSS software. Also, paths analysis was used to 
investigate the direct impact of TL behaviours on INN and the indirect impact through 
the mediating role of JS. The results revealed a direct positive impact of the TL on INN, 
and identified TL as the ideal style of leadership suited to this sector. However, the results 
also showed that TL behaviours have a positive and direct impact on the promotion and 
enhancement of the JS level among employees in this sector. Moreover, the study showed 
that JS acts as a vital element in the relationship between TL and INN in JTS. 
Additionally, JS was found to partially mediate this relationship. Alternatively, multi-
group and interaction analysis were both employed for the purpose of investigating the 
moderating role of KS. The study found that KS moderated the relationship between TL 
and INN in JTS. The qualitative part, however, revealed differences and similarities in 
practising TL behaviours among team leaders in different departments within the same 
company. These differences lead to different consequences on JS as well as INN. 
The study has made significant contributions to the theoretical, practical, or/and 
methodological aspects. Theoretically, it contributes to the assertion on the direct impact 
of TL on INN, the mediating role of JS, and the moderating role of KS in the relationship 
between TL and INN. It also offers a better understanding regarding these relations in the 
business environment; particularly, in the telecommunication industry within a 
developing country. Although, Jordan qualifies for such an evaluative insight, it has been 
ignored from such a systematic investigation of the telecommunications sector. 
Moreover, the study provides a theoretical framework that links all variables undertaken 
in this investigation and can be instrumental towards other future researches evaluating 
such relationships. On the practical aspect, the study offers a number of recommendations 
that are worthy and helpful towards more developments in the telecommunication 
industry. Finally, the study uses a mixed methods approach that leverages the advantages 
of using two methods rather than one single method. 
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CHAPTER ONE: INTRODUCTION TO THE STUDY 
1.1 Introduction  
The main aim of this introductory chapter is to set the study into context. It offers an 
overview of the study, a brief discussion of literature review, the aims and objectives of 
the study, the motivation for the study, an outline of the research methodology, 
articulation of the research questions will be addressed, the situation in Jordan, and the 
significance of the study as well as the problem statement, in addition, the nature of 
leadersip role in Telecoms industry. 
The purpose of this study is to examine the impact of transformational leadership, in 
reinforcing innovation in the Jordanian telecommunication sector. This examination will 
take into account several variables in the form of multilevel analysis according to the 
source of data for each variable included in this study.  
Leaders in organisations have essential responsibilities and the duty of directing the 
followers in a proper and responsible way that will result in achieving the goals of the 
organisation. Leaders need to clearly address the mission, vision, strategy and purposes 
of the organisation, in addition, motivate the followers to effectively implement the 
organisational goals. It is the responsibility of the leader to disseminate those goals among 
the teams and along all stages (Boal and Hooijberg, 2001). Transformational leaders act 
in a way that shapes good relations with their followers, which in turn, makes it easy for 
them to share information as well as apply the strategic goals (Berson and Avolio, 2004). 
This study attempts to explore how the transformational leadership style operates in 
relation to the dissemination of one of the strategic goals, innovation, across several 
organisational levels in a large complex telecommunications company. 
1.2 Telecommunications sector and leadership 
The telecommunication industry is one of the most important sectors due to the vital 
products and services that this sector supplies to society. The progress and development 
in the field of technology, which have led to the ‘information age’, mirrors the 
development in today’s world. It is widely accepted that a modern economy cannot grow 
without integration of the information technology and telecommunication infrastructure 
(Röller and Waverman, 2001). In producing products and services, the critical issue is not 
the raw materials used in manufacturing; it is rather the amount of intangible materials 
such as information content and knowledge that are harnessed to manufacture those 
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products and services. Consequently, it is vital to smoothly access and share the 
knowledge as well as encourage innovation. All the aforementioned factors are viewed 
as fundamental to sustain a powerful economy as well as improving peoples' quality of 
life (Economides, 1999). 
Leadership is one of the most studied topics around the world. It has acquired significance 
in every aspect of life from politics to business and from education to social. Leaders 
must be prepared to address the changes that will result from the globalisation of the 
market. Business markets are becoming unsteady; customer requirements and needs are 
varying, and the information flow is becoming more miscellaneous and complicated 
(Masood et al., 2006). This huge magnitude of change, needs both leaders and 
organisations to be able to respond in terms of continuous adaption in all facets of running 
businesses such as resources, technologies, distribution systems, and marketing systems 
(Weick and Quinn, 1999). Moreover, the notional argument of a direct impact of market 
forces on innovation has been repeatedly discussed, Levin, Cohen, and Mowery (1989) 
proposed that such an impact tends to be built further on technological or functional 
circumstances. 
There are many concepts of leadership according to the stage and nature, as it relates to 
many different aspects of the organisation. It is therefore difficult to determine a unified 
concept of leadership. On the whole, it could be regarded as driving the observed 
behaviour of the leader or the act being done, and that makes him/her a leader. The authors 
are combined, in this definition, between viewpoint and behavioural traits (Gregory 
Stone, Russell and Patterson, 2004). In another context, some authors pointed out that 
leadership is the process of directing the behaviour of others towards the achievement of 
objectives in order to voluntary commit to achieving a main vision set by the leader. In 
other words, the influence practised through the leader on his/her subordinates who are 
interested in the events of the real changes that reflect common goals. Leadership, 
according to this concept, affects others, so the influence is lieutenant as well as necessary 
for leadership. It is inconceivable to have a leader without effect (Daft and Noe Raymond, 
2001). 
From the above, it is clear that there are two perspectives in terms of a leader's role: First, 
the traditional perspective that includes applications such as attributes, behaviours and 
attitudes that limit the impact on the workers to accomplish organisational goals; Second, 
the role of the leader according to the modern perspective which includes features such 
as charismatic and transforming to provide a positive environment to help employees and 
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motivate them to achieve the goals (Bolden et al., 2003). Currently, business 
organisations are facing rapid and changeable environment. This makes the normal and 
traditional approaches in leading people have kind of weaknesses, in turn, this results no 
longer efforts in terms of stimulating people to perform much better in order to encounter 
the competitors. Consequently, it is necessary to find a new type of leader that ensures 
the organisation's improvements as well as the continuous performance of their 
employees. In addition, this leader should also have the ability to work practically in order 
to ensure the continuity of the work and sustain with all the changes that occur in the 
work environment. To be such a leader and bringing about these kinds of changes and 
reach these ends, several styles of leadership might be appropriate including 
transformational leadership style. This style has been applied to differentiate between 
management and leadership and has also become a substantial rule for studying leadership 
(Uhl-Bien, Marion and McKelvey, 2007). 
Transformational leadership is characterised by pursuing methods and behavioural 
patterns that encourage the empowerment of employees, such as delegation of authority, 
improving and increasing self-thinking capabilities, in addition to promoting the notion 
of introducing new and innovative ideas. Empowering followers is a crucial issue in order 
to assist them to convert the vision to become a real fact and maintain it; therefore, great 
leaders struggle to do so. Such leaders have transformational attitudes that enable the 
followers to function throughout explaining a very clear future vision instead of using 
other methods such as punishment and rewards style. Thus, this style of leadership is 
considered as a formation of behaviour to the employees’ capacity, which enhances self-
efficacy and motivation among workers (Bass and Avolio, 1993).  
1.3 The situation in Jordan 
Recently, the world witnessed a massive information revolution involving diverse 
services and products proffering myriad solutions for various problems facing humans in 
the era (Saunders, Warford and Wellenieus, 1994). While Jordan is a developing country 
with very limited natural resources, it is trying hard to cope with recent progresses and 
develop across different areas - politically, economically, socially, and technologically. 
Jordan is often characterised as a country of "elevated human development" wherein 
human capital signifies the most important resource; accordingly, Jordan makes huge 
investments in developing skills and capabilities of its inhabitants. Further, Jordan’s 
policy generally believes in and emphasises on creating a knowledge-based society 
comprising of educated people even as a vast number of students are sent abroad to get 
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their higher education from developed countries such as UK, USA, and Germany. Jordan 
can be considered as "upper middle income" economy. Moreover, Jordan is one of the 
smallest economies in the Middle East. Despite this, it has an attractive climate for 
overseas investors due to its skilled employees and the strong focus on environmental 
issues. Also, Jordan has many tourist and archaeological sites, which makes it a major 
tourist destination, particularly in the field of medical tourism owing to its advanced 
health sector. Recently, Jordanian economy suffered due to multifaceted problems in 
neighbouring countries. This not only affects the economy negatively and causes a 
reduction in the Gross Domestic Product (GDP); it also increases the dependence on 
borrowing to compensate this negative impact (Williams, 2016).  
The telecom sector is one of the most important aspects of the Information and 
Communication Technology (ICT) industry operating within the Jordanian context. This 
sector is dominated by three main companies: exclusive Mobile Phone Services suppliers 
and internet services; namely, Zain, Orange and Umniah. As a result, the competition is 
intense with the presence of just three major operators, given that company has a market 
share of over 30 percent. The Information and Communication Technology (ICT) 
industry comprises of the Information Technology (IT) sector (software and content 
providers), telecommunication (telecoms) sector – with the presence of the three main 
telecom companies, and the Business Process Outsourcing (BPO) sector.  The ICT 
industry contributes nearly 12 percent of GDP either directly and indirectly, offering 
84,000 jobs (direct employment ranks in terms of the IT sector went above 16,000, with 
indirect employment anticipated at about 68,000). Additionally, the sector has attracted 
an investment of about (USD) 150 million annually. A rate of more than 108 percent 
penetration is represented by more than 6.6 million mobile phone users in Jordan. 
Telecommunications companies Orange, Umniah, and Zain contribute more than (USD) 
500 million to the economy with revenue of (USD) 1.58 billion. Finally, the recent 
statistics suggest, “by the end of 2015, penetration rate of mobile phones was 145% of 
the total population of Jordan and the number of subscriptions was 13.8 million. 
Meanwhile, the rate fixed line penetration was 4% with total subscriptions of 396.7 
thousand” (TRC, 2015, p. 53). 
1.3.1 Companies’ profile  
The three companies are established in the capital of Jordan, Amman. While, each 
company has its own branches distributed around Jordan in the majority of the cities. 
These companies exclusively, provide the country with mobile phone and internet 
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services. In addition, each company offers specific types of sim cards, smartphones and 
phones’ accessories, covers, chargers, headphones, digital watches, phone batteries, 
speakers, number of internet and mobiles bundles and several digital products and 
services.  
Orange 
Although there are three companies provide mobile phone and internet service, but with 
Orange’s monopoly on the global access and domestic landline, all companies utilise 
Orange’s copper system for the last mile connectivity. In addition, JTG, the original 
establishment of Orange, was privatised in 2000 and offered an initial public offering in 
2002, while France Telecom gaining the major share in 2006. Currently, France Telecom 
owns the majority of the company, functioning as Orange Jordan, whereas, 29 percent is 
owned by the Jordanian government. In spite of liberalisation, Orange Jordan is the only 
incorporated operator in Jordan, offering mobile phone, fixed-line, and internet services. 
Due to this advantage Orange Jordan recently witnessed huge growth in subscribers’ 
number, in addition, the deployments of 4G service resulting high competitive mobile 
broadband services (Wansink, 2017). Orange Jordan is the first company in Jordan to 
have a 3G license in 2009 through The Telecommunications Regulatory Commission 
(TRC) for (USD) 71 million.  This gives Orange Jordan the exclusive right to the 3G 
technology for one year beginning in March 2010. Orange recently have granted a license 
for a frequencies bundle with the width of (10+10) MHz within the frequency band (1800) 
MHz. TRC sells such licenses subjected to the fees needed to acquire this license, an 
amount of (JD) 71 million on 18/1/2015. As result, Orange started to offer 4G services 
on 26/5/2015 (TRC, 2010). 
 Orange was founded in 1999 as public organisation responsible of telecommunication 
sector in Jordan. Based on the privatisation took place on 23 January 2000, Orange is 
divided the shares as: Jordan's government owned 60 percent. The remaining 40 percent 
of the group's shares were owned by JITCO Investment Group, a holding company 
comprising of France Telecom (88 percent) and the Arab Bank (12 percent). Orange 
provided vast number of products and services such as different types of landline, many 
mobile bundles, and different plans of internet. The organisational structure that Orange 
adopted is a complex one. It has more than 20 departments, while, every department has 
also sections and sub-sections. For example, financial department has number of sections 
that follow it such as revenue section, expenditure section, and budget section. An 
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example of board of directors provided in figure 1.1. While, figure 1.2 shows more details 
of the structure being used regarding the departments and units (Orange, 2016). 
In terms of innovation, Orange backings the interest of its new companies, Orange Jordan 
gave the chance to business people to exhibit their administrations and innovative 
solutions for a wide gathering of people of financial specialists and CEOs of the world's 
driving organisations, through a corner devoted for Orange Group, they were additionally 
given the chance to go to the sessions and events of the meeting and communicate the 
most recent strategies and worldwide patterns in supporting and building up the new 
companies area, notwithstanding uncovering the most recent innovativeness and 
advancements in the innovation field. Furthermore, Orange Jordan's Business Innovation 
Growth (BIG) development mode startup quickening agent program, which was 
propelled by Orange Jordan in late 2015 and is intended to help business visionaries, is a 
piece of the worldwide "Orange Fab" program of the Orange Group, which plans to 
quicken the development of new companies around the world. The program initially 
propelled in San Francisco and spread to France, Poland, Southeast Asia, Côte d'Ivoire 
and the Middle East. Orange Fab backings new businesses that have effectively built up 
their items and administrations and offers them access to worldwide markets. Finally, 
Orange Jordan has a partnership with Yarmouk Univsersity, one of the biggest public 
university in Jordan, which supports the Orange Yarmouk Innovation Lab (OYIL) to 
improve the skills of engineering students (Orange, 2016). 
 
Figure 1-1 Board of Directors (Orange-Jordan)
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Figure 1-2 Organisational structure (Orange) 
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Zain 
The former name was “Fastlink” and it was founded 1994, however, it was the first to 
introduce mobile services in the country. After that, it became Zain Group’s Middle East 
in 2003. Basically, the company established in 1983 in Kuwait so-called MTC (Mobile 
Telecommunications Company), later, in 2007 it was renamed as Zain. In 2014 Zain 
granted 4G license through TRC and made a payment of (USD) 76.75 million, in addition 
to a (USD) 270 million for license 4G LTE spectrum and additional 3G frequencies. Zain 
has commenced the 4G LTE services in Feb 2015. In 2016, Zain Jordan awarded two 
notable prizes through the prestigious “2016 Global Telecom Business (GTB) Innovation 
Awards” ceremony held in London, UK in May 2016. Moreover, “Innovation in Business 
Category Award” has been claimed from Zain due to relaunch of EMAL so-called “Zain 
Cash” within a wider range, wealthier portfolio, and more integrated ecosystem. Also, 
Zain awarded the “Innovation in Consumer Category Award” due to commencing “Al 
Basma Line & The Business Solution” that is designed particularly, for Deaf group. As 
the case in Orange, Zain also followed a complex structure since it has many branches in 
different countries such as, Kuwait, KSA, Jordan, Sudan, and Iraq. An example of such 
organisational structure provided in figure 1.3. Wheras, the details about departments and 
sub-departments provides in figure 1.4 (Zain, 2016). 
 
Figure 1-3 Board of Directors (Zain) 
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Figure 1-4 Organisational structure (Zain)
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Umniah 
Umniah is a mobile phone telecommunication firm in Jordan. It is the third GSM mobile 
phone service system in Jordan. In August 2004 Umniah has granted the GSM license 
through the TCR to operate, manage and retain a domestic digital mobile phone network. 
Batelco owns 96 percent of Umniah, while 4 percent of the capital is owned by different 
other investors. By the end of 2015, Umniah achieved 3.2 million subscribers. Umniah 
also, provides mobile phone and wireless internet (Fixed WiMax, 3.75G and LTE Fixed) 
services. Umniah has exhibited a noteworthy occurrence in telecom market in Jordan 
because of the strong strategy based on providing elevated quality integrated services, 
comprising mobile phone, internet and business solutions, with the greatest value, as well 
as sustaining alongside with sector progresses and clients’ numerous requirements and 
expectations (Batelcogroup, 2015). Additionally, Umniah awarded international 
acknowledgement as Jordan’s quickest mobile network in 2016, qualified from “Speed 
test by Okla.”; the worldwide leader in internet examination and metrics (Umniah, 2017). 
As Umniah is a part of Batelco group and operates just in Jordan, the organisational 
structure seems to be simpler than Orange and Zain. An example of organisational 
structure provided in Figure 1.5. While, Figure 1.6 offers more details about the 
departments and sub-departments within Umniah (Umniah, 2017). 
 
Figure 1-5 Board of Directors (Umniah) 
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Figure 1-6 Hierarchy structure (Zain)
12 
 
Besides, there is a governmental organisation to regulate the functioning of these three 
companies, Telecommunication Regulatory Commission (TRC). As independent 
governmental organisation, it manages the communications and information technology 
sector according to the Telecommunications Law that organises this sector and 
responsible for regulating the telecommunications and information technology services 
in the Kingdom. This law is in accordance with the policy to ensure the provision of 
telecommunications and information technology services to the beneficiaries of high level 
quality and reasonable prices, and also to achieve optimal performance for the sectors of 
Communications and Information Technology. Moreover, these organisations work 
under the umbrella of the Ministry of Telecommunications and Information Technology. 
This offers more control and organising for this sector in order to ensure that these 
organisations provide high quality of services and products for the society. Further, the 
ministry provides equality in competition and a safe environment (Jordanian e-
Government, 2003).  
Comparison between the three companies  
As stated above, Orange was a public organiasation before privatization, while Zain and 
Umniah were established as private companies. The three companies considered as large 
companies and almost have the same market share with very high competition. However, 
Orange is the first operator to introduce 3G in the kingdom in March 2010, while, Zain 
incumbent operator that is organising 2G and 3G networks and launched LTE by end of 
2014. On the other side, Umniah is the latest market entrant that exaggerated competition 
through offering lower rates. Umniah launched 3G in 2012. Additionally, among the three 
companies, Orange is the only provider for land-line service (Arab Advisor Group, 
2016).Table 1.1 illustrates the key information regrding the three companies. 
Table 1.1 The key information of three companies 
 Orange Zain Uminah 
Ownership 
Major Shareholders: 
France Telecom (51%) 
Social Security 
Corporation (29%) 
Kuwaiti MTC 
Group (96.5%), 
Private 
shareholders 
(3.5%) 
Major 
Shareholder: 
Batelco (96%), 
other private 
shareholders (4%) 
Establisment 1971  1994 2004 
Market 
Fixed –line, internet, data, 
mobile (GSM 900). 
Market share of 32%  
Mobile (GSM 
900), Fixed –line 
telephony 
(international) and 
Mobile (GSM 
1800) and 
Broadband 
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Broadband 
internet. Market 
share of 36%. 
internet. Market 
share of 31%. 
Number of 
employees 
and 
branches  
1023 employees 
32 branches 
971 employees  
36 branches 
878 employees  
32 branches  
Comments 
JTG was established as a 
state-owned company 
until the government 
incorporated it in 1997 as 
a first step in a 
privatization process. 
Formerly known as 
Fastlink, the 
company adopted 
its new name in 
August 2007 when 
its parent MTC 
rolled out its new 
global brand: Zain. 
Umniah's services 
mainly target 
Jordan's youth and 
low-income 
groups. 
Source: Developed by the author using (Orange, 2016; Zain, 2016; Umniah, 2016) 
1.4 The originality of the current research  
The positive consequences of innovation encompass the development of reputation and 
impression, a sustained growth in functional effectiveness and cost benefits that in turn 
lead to improved commercial and financial performance, the recruitment of highly 
experienced and skilled employees, as well as conscious leaders for advanced innovation. 
Generally, innovation is deemed as a potent weapon that is needed to compete in the 
market; organisations that lack the ability to deliver innovative products and services run 
the risk of being driven out of the market (Laforet, 2013). Moreover, telecommunication 
sector recognises the need to come up with significant endeavours in order to renew the 
provision of products and services due to the evolving changes and the unstable, 
competitive environment this sector operates within (Berkhout and Van Der Duin, 2007). 
The expected contribution of the existing study is to offer new insights into understanding 
the process of leading teams by leveraging transformational leadership style so as to 
enhance the employees’ innovativeness. This study contributes to the growing body of 
knowledge by highlighting the linkage between transformational leadership and 
innovation. Consequently, this study that takes place in Jordanian telecommunication 
sector is premised on the following factors: This sector provides the society with services 
and products that directly and indirectly affect other sectors and businesses such as 
education, banking and transportation. Therefore, it is considered as a corner stone in the 
society. In addition, it is well organised in comparison to other sectors. Moreover, the 
telecom sector of in Jordan has witnessed huge developments, which has been confirmed 
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through International Quality Certificates that it gained recently. While Jordan is 
recognised as a developing country, the products and services provided through this 
sector are comparable to those offered in developed countries. This, in turn, may help in 
establishing the applicability of the findings. In addition, one of the most important 
advantages of conducting this study within this sector is that the researcher is likely to 
gain easier access to information unlike other industries. Furthermore, little is known 
about the nature and feature of leadership within Jordan business environment, especially 
the telecommunication sector. This is attributed to the lack of studies about this issue in 
particular (Qutaishat et al., 2012). 
The existing research will offer additional understanding of transformational leadership 
style by emphasising on the importance of this style through reviewing the previous 
studies about the same topic, particularly, the relationship between this style of leadership 
and innovation. Moreover, it also sheds light on the styles being used within the Jordanian 
context in the private sector. This offers an exciting opportunity to explore the scope and 
level of transformational leadership style, among leaders, within this particular context; 
this is because this style of leadership not as well-known as other styles in this parlance; 
leaders in developing countries primarily depend on centralisation (Oplatka, 2004). On 
the other hand, transformational leadership is essentially based on democratic leadership 
that viscerally encourages decentralisation, (Northouse, 2014). In addition, it helps 
classify any potential positive consequences in approaching daily activities through this 
style of leadership. 
Furthermore, this study deploys the mixed methods approach in carrying out the 
investigation so as to provide simultaneous interpretations and statistical results 
(Saunders, Lewis and Thornh, 2012; Creswell, 2013). On the other hand, most previous 
studies have either utilised quantitative or qualitative methods. Furthermore, the current 
study provides new intermediate variables in terms of the relationship between 
transformational leadership and innovation, that are considered as an essential component 
within the work environment in which, job satisfaction serves as a mediator, based on the 
fact that, job satisfaction in the nomological network and the mechanism summarised by 
theories of social exchange propose that job satisfaction acts as a mediator (Hulin and 
Judge, 2003). While, based on the social loafing theory (SLT) which speculates that, the 
social loafing phenomenon caused productivity cost within the team work (Latane, 
Williams and Harkins, 1979; George, 1992; Karau and Williams, 1993), knowledge 
sharing proposed to act as a moderator. This in turn provides a new model that depicts 
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these causal relationships. All these issues are examined in a very dynamic sector - the 
Jordanian telecommunications sectors (Berson and Avolio, 2004). The prospective results 
of the existing study will help identify the most appropriate processes that could bring 
about innovation in this particular context. 
1.5 Problem statement 
An employee that has creative and innovative capabilities may enhance them, depending 
on the nature of the environment that he operates within. On the top of these 
characteristics is the leadership style; particularly, transformational leadership. To this 
end, leadership style applied in a work-environment setting produces several types of 
subordinates (Dess and Picken, 2001). 
Further, transformational leadership has four behaviours, called 4 Is, namely: Idealise 
influence, inspirational motivation, intellectual stimulation, and individualised 
consideration. Previous studies have been searched this topic using and testing these 
behaviours as whole or by taking every single behaviour separately (Al-Husseini and 
Elbeltagi, 2016; Al-Mailam, 2004; Aldmoor, 2009; Alghazaaly, 2012; Avolio, Waldman, 
and Yammarino 1991). In fact, this plays a role in conducting a research with multi-level 
stages. This means the leader could apply these behaviours according to their effect or 
nature. In other words, the first two behaviours could be applied on the team as and the 
second two could be applied individually (Avolio, Waldman, and Yammarino, 1991; Bass 
and Avolio, 1993). The researcher in this study intended to examine these behaviours 
regarding their effect on innovation as well as job satisfaction, which is rarely done 
before. 
Furhter, this study adopts a unique segmentation for reviewing the previous studies in the 
same field that is, Western and Eastern studies. The main reason of following this 
segmentation is that, there are differences among west and east in the determinants of 
leaders’ insight of various and important related variables such as the level of job 
satisfaction. In which, organisational cultures and leadership style may affect such 
variables (Lok and Crawford, 2004). Leadership takes part considerably in the success 
and failure of an organisation. The associations between leadership style, motivation and 
performance have been widely researched (Bass, 1990; Collins and Porras, 2005). 
Transformational leadership characteristics such as a clear vision, are repeatedly realised 
as vital factors toward employee job satisfaction and commitment (Medley and 
Larochelle, 1995; Walumbwa et al., 2005). This style of leadership is repeatedly 
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connected with a flatter organisational structure and low power distance as in western 
firms (Chen, 2001). In contrast, organisations in eastern cultures incline to be more 
bureaucratic, hierarchical, with central decision making and are policy driven. Leadership 
inclines to be built on position and authority (Chen and Francesco, 2000; Chhokar et al., 
2013). 
Organisations in Jordan are facing fundamental changes, new trends, and modern 
developments that are obvious in various fields, which affected this sector hugely in a 
positive manner. This is due the availability of conscious leadership that aware of such 
changes and developments. While inappropriate leadership style that suffering lack of 
awareness about the strong relationship between leadership style and its impact on 
innovation. In contrast, negative effects could occur, and it refers to weakness in using 
new trend in leading subordinates such as transformational leadership (Abbas, 2010). 
This study deeply investigates the direct and indirect impact of transformational 
leadership on innovation. The available fact shows that, there is a lack in searching this 
field and inconsistent results among the exisiting ones (Hu, Gu and Chen, 2013).  
1.6 Research significance 
The significance of the current research derives from the contribution that will be offered 
after the accomplishment. This contribution involves the theory, practise and 
methodology. The research investigates the impact of transformational leadership 
behaviours on product and service innovation in Jordanian telecommunication sector. 
However, this relationship will be investigated through direct impact on the one hand, 
and indirect impact on the other hand, using two variables, job satisfaction as mediator 
and knowledge sharing as moderator. Theoretically, the research offers perceptions 
towards new connections among the variables, namely, transformational leadership, job 
satisfaction, knowledge sharing, and innovation. These relations have not, up to this day, 
been studied in this way in Jordanian telecommunication sector.  
Offering the employees with a good work environment could give them the opportunities 
to be more innovative and creative in getting the job accomplished. Number of elements 
that could offer such climate such as trust (Braun, et al., 2013). Employees’ insights about 
transformational leaders were positively linked to team effectiveness, in sequence, to 
employees’ accomplishment via the effect of cognition-based trust in the leader 
(Schaubroeck, Lam and Peng, 2011). Nevertheless, empowering employees is vital for 
better performance (Avolio et al., 2004). Additionally, a transformational leader displays 
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a kind of individualised consideration, which means giving superior awareness to 
individuals in terms of abilities, aspirations and needs in order to improve the 
subordinate’s confidence for reacting towards issues challenging both organisations and 
subordinates, consequently, preparing a suitable innovation climate (Bass et al., 2003).  
As mentioned previously, organisations require pair of aspects to hold good competition 
position in a market characterised by rapid developments and changes; this in turn needs 
continuous innovation. These aspects are: First, the connection between transformational 
leadership and job satisfaction. Since this style of leadership is considered as stimulating 
and introducing robust influence through a diversity of creativities that increase the 
subordinate’s consciousness of other team members’ participations (Bass and Riggio, 
2006). This type of leaders has the ability to establish an appropriate environment, arrange 
values and norms, and establish a climate of change. Such leaders articulate a common 
vision and consequently augment innovation (Mendenhall and Osland, 2012; Yukl, 
2013). Therefore, it is valuable to deliver a clearer understanding about the connections 
among transformational leadership, job satisfaction, and innovation (Nielsen et al., 2009). 
Second, the moderating effect of knowledge sharing in the relationship between 
transformational leadership and innovation. One of the key elements to improve 
innovative struggles is knowledge sharing (Borghoff and Pareschi, 2013). Consequently, 
such leaders that support a knowledge sharing climate among the members of an 
organisation are able to raise innovation (Bryant, 2003; Crawford, 2005). Therefore, this 
research contributes, theoretically, to the transformational leadership, knowledge sharing, 
and innovation through providing such relationships in Jordanian telecommunication 
sector among developing countries. 
In a changing volatile and unstable environment, it is not enough for a leader to just live 
in the present but, it is rather extending his/her gaze towards the future and imagine what 
the organisation will be later? This should be characterised by great imagination by which 
the leader and the team members will be capable of withstanding hardships, be resilient, 
be united, and together face the challenge of attaining the desired future; this is known as 
the future vision. This is a necessary characteristic of the leader especially if he/she is the 
head of the organisation. The excellence in doing business and expansion of its scope as 
well as achieving greater profits is mainly linked directly to the extent of the companies’ 
capabilities offering new services and products (Bennis, Spreitzer and Cummings, 2001). 
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The telecommunication sector has gained great importance on the global level due to the 
huge developments, the massive acceleration, and competition in the provision and 
acquisition of the latest products and services in the world. This is characterised by speed 
and modernity (Cronin et al., 1991). Consequently, the fundamental prerequisite for the 
survival and for staying within the circle of competition in this sector is innovation and 
creativity regarding the services and products offered to customers by these companies. 
Thus, this requires determined effective roles for individuals within these organisations 
under the perspective of globalisation, harmony in these activities as well as aligning with 
the objectives of these companies and their compatibility with the expectations of society, 
and the responsiveness to its requirements (Gruber, 2001). In turn, this needs preparation 
of qualified leaders that have the ability to come up with gradual changes. This can be 
done by inducing the followers to make the interest of the organisation their priority 
instead of their own interests, which will lead to the achievement of the common goal of 
the organisation; this will also uphold their interests, increase the standard of 
consciousness, and respect the vision and goals of the firm through charismatic influence, 
individual attention, and creative encouragement (Malerba, 2005; Oke, 2007). 
1.7 Research Aim 
This study aims to examine the impact of transformational leadership on reinforcing 
product and service innovation. This examination will take into account several variables 
such as job satisfaction and knowledge sharing in order to measure the organisation's 
product and service innovation capability through examining the relationship between 
transformational leadership and innovation in Jordanian telecommunication sector by 
investigating, on one hand, the impact of job satisfaction as a mediator variable, and on 
the other hand, knowledge sharing as moderator regarding the aforementioned.  
1.8 Research objectives 
1- Examine the impact of transformational leadership behaviours (4 Is) on product and 
service innovation within Jordanian telecommunication sector. 
In addition, the following are the sub-objectives: 
1- Examine the direct impact of transformational leadership behaviours (4 Is) on job 
satisfaction within Jordanian telecommunication sector 
2- Determine the direct impact of job satisfaction on product and service innovation 
within Jordanian telecommunication sector. 
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3- Determine the nature and role of job satisfaction related to the relationship between 
transformational leadership and product and service innovation within Jordanian 
telecommunication sector. 
4- Determine the nature and role of knowledge sharing related to the relationship 
between transformational leadership and product and service innovation. 
5- Explore the extent of the differences in practising TL behaviours, if any, among 
leaders in the selected case study within Jordanian telecommunication sector. 
6- Determine the differences in the impact of employing TL on JS and product and 
service innovation, if any, among departments in the selected case study within 
Jordanian telecommunication sector. 
1.9 Research questions 
This study is designed to answer several questions; however, the main question is: 
1- What is the direct impact of transformational leadership behaviours (4 Is) on product 
and service innovation within Jordanian telecommunication sector? 
There are sub-questions to be answered: 
1- What is the impact of the transformational leadership behaviours (4 Is), on job 
satisfaction within Jordanian telecommunication sector? 
2- What is the impact of job satisfaction on product and service innovation within 
Jordanian telecommunication sector? 
3- Does job satisfaction act as a mediator between transformational leadership 
behaviours (4 Is) and product and service innovation within Jordanian 
telecommunication sector? 
4- Does knowledge-sharing moderate the relationship between transformational 
leadership behaviours (4 Is) and product and service innovation within Jordanian 
telecommunication sector? 
5- Are there any differences in practising transformational leadership behaviours (4 Is) 
among leaders within the chosen case study of Jordanian telecommunication sector? 
6- Are there differences in the impact resulting from the differences in practising 
transformational leadership behaviours (4 Is), if any, by leaders of different 
departments within the same company in Jordanian telecommunication sector? 
1.10 Structure of the thesis 
This section describes the structure of this thesis. Chapter one represents an introduction 
to the topic undertaken in addition to the concerns related to the topic under investigation 
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i.e. the impact of transformational leadership in reinforcing product and service 
innovation, especially in the developing context in the case of Jordan. 
Chapter Two consists of three sections that shed light on the study’s variables i.e. 
transformational leadership, innovation, job satisfaction, knowledge sharing, and 
innovation. This includes definitions, types, elements, etc., while section one provides a 
full description of transformational leadership style, in addition to the historical view of 
this style of leadership as well as the dimensions (behaviours) that characterised the 
transformational leader. Section two represents innovation term in detail from different 
aspects. Finally, the third section introduces a brief description of job satisfaction and 
knowledge sharing. 
Chapter Three discusses the related literature regarding the relationship of 
transformational leadership and different types of innovation. A critical review of the 
previous studies has been conducted in order to identify the gap in the knowledge that 
would be covered via the current study.  
Chapter Four demonstrates the conceptual framework of the impact of transformational 
leadership in reinforcing product and service innovation. The chapter denotes the 
hypothesis derived upon the literature review.    
Chapter Five demonstrates the methodological choice applied in fulfilling the proposed 
aim of this study as well as testing the hypothesised framework proposed in chapter four. 
The chapter also discusses the philosophical assumptions, paradigms, approaches and 
strategies. Additionally, justifications of the choices provided in this chapter, identify the 
procedures and techniques used at the data collection stage, describes the sampling 
procedures, and discusses the instruments used in collecting the data. It also reports the 
pilot study and its significance. Finally, this chapter sheds light on the techniques 
employed in the data analysis such as the tests used to verify the validity and reliability.  
Chapter Six represents results and inferences obtained via the analysis employing various 
tests, procedures and techniques. These results comprise the simple descriptive, data 
screening and structural equation modelling. The chapter discusses the steps used for 
conducting the analysis through SPSS, AMOS and Nvivo.  
Chapter seventh provides the discussion and conclusions of the current study. 
Additionally, a brief overview of the findings and the inferences from both approaches 
(quantitative and qualitative) are discussed regarding the results in chapter sixth. It also 
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provides some implications related to both facets: the theoretical and managerial drawn 
from the results conveyed in Chapter Six. Ultimately, it sheds light on the limitations that 
faced the current study as well as the directions for the future researches.       
2 CHPTER TWO: DEFINITIONS AND BACKGROUND  
2.1 Introduction 
This chapter addresses the concepts undertaken in this study namely, transformational 
leadership, innovation, job satisfaction and knowledge sharing. These concepts will be 
deliberated in detail. The definitions, developments, and types of these concepts are 
provided as well. The current study focuses on the role of transformational leadership in 
the promotion and reinforcement of innovation among telecommunication firms in 
Jordan. This chapter deals with the factors that shape this study in three sections: 
1- Transformational leadership. 
2- Innovation. 
3- Variables affecting the relation between transformational leadership and innovation, 
at all levels organisational, group and individual, such as job satisfaction, and 
knowledge sharing.  
Transformational leadership is considered as the most significant leadership pattern that 
was introduced in the past few years. In addition, it is described as one of the essential 
requirements in terms of bringing about innovation which in turn attains success of the 
organisations (Avolio and Yammarino, 2013).  
SECTION ONE: Transformational Leadership: 
This section addresses the following topics: 
- The concept of leadership. 
- The importance of leadership. 
- The definition of transformational leadership. 
- Transformational leadership dimensions. 
- Transformational leader's characteristics. 
- Tasks of transformational leader. 
- Comparison between the transformational leader and the non-transformational leader. 
- Transformational leadership in the business field. 
- The mechanisms application of transformational leadership theory in 
telecommunication sector. 
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SECTION TWO: Innovation: 
This section discusses the following: 
- The concept of innovation. 
- The importance of innovation. 
- Types of innovation. 
- Phases of innovation. 
- The obstacles that prevent innovation. 
- The elements of innovation. 
- The tools of innovation. 
- Innovation in business terms (services industry). 
- The linkage between leadership and innovation. 
SECTION THREE: Multilevel Variables: 
This section deliberates the following: 
- The concept of job satisfaction. 
- The consequences of job satisfaction: 
- Knowledge sharing concept. 
- The importance of knowledge sharing. 
2.2 SECTION ONE: Transformational Leadership 
2.2.1 The concept of leadership 
According to Burns (1978), leadership is one of the most practical phenomena on earth. 
But, we are still incapable to bring into an articulated definition of leadership; therefore, 
it is not as easy as assumed. Many people believe that leadership is something that cannot 
be done without an official leader. However, any action by any member of the group that 
could increase the efficiency of the group could be seen as a leadership practise. 
Moreover, the role of leadership and leadership functions are different. In other words, 
the role of leadership has been pointed out in some of the organisational structures as the 
position of authority. On the other side, the function of leadership indicates the activities, 
procedures, and processes that direct a group or an organisation towards linking the goals 
or the desired targets (Bertocci, 2009). 
2.2.2 The importance of leadership 
Why leadership is important? Why not just focus on doing our work, managing the firm, 
and stop worrying about leadership? This is the age of the employee’s knowledge. 
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Inviting brilliant persons and allowing them to perform effectively to achieve the goals 
of the organisation, which is the most imperative endeavour of today's firms (Hamel, 
2002). Eventually, the most crucial task is to earn profit (using conscious and responsible 
means). This will only be attained by employing creative and unique employees. 
Employees with knowledge are now more important than any other kind of sources that 
the firm depends on, rather than financial assets (Lin, Cook and Burt 2001). 
According to Avolio (2005), it is equally important that the particular task is not the 
intrinsic and most important issue for leadership. Instead, it is more crucial to realise that 
there are noticeable leadership functions that contribute to organisational efficiency. In 
addition, leadership theorists have proposed that influence on others is the essence of 
leadership. Leadership effectiveness critically depends on, and indeed is often defined in 
terms of the ability of the leader to induce and motivate subordinates towards achieving 
a common goal, mission and vision (Chemers, 2001). The logical outcome of this 
suggestion is that, in order to perceive leadership competence, there is a need to realise 
the consequences of the leadership pattern on the followers. In other words, it is essential 
to promote theories of the psychological processes that make the behaviour of leaders 
intelligible into follower endeavour, in order to understand leadership. Leader 
characteristics and behaviours gained more attention and concern in terms of scientific 
research (Bass and Bass, 2009; Yukl, 2013) than the psychological impacts on 
subordinates. There is much work to do in terms of understanding leadership, much still 
appears undiscovered, and there is a lot to carry out via research that can directed to e 
psychological effects on followers (Hunt, 1999; Lord and Brown, 2003). 
2.2.3 The development of a historical leadership theories 
In fact, leadership is all about understanding others and identifying their needs, and then 
working to achieve them. Those needs may vary depending on the situation and the 
personality, but the one in leadership position will attempt, eventually, to achieve these 
needs. Achieving the needs of employees leads to achieving the organisation's goals 
which will become the responsibility of the workers without being urged (Hannah et al., 
2008). Because employees exhibit loyalty toward the leader and the organisation, they 
will seek to work for the success of the organisation without counting the self-interests, 
since they believe that their interests will be achieved simultaneously with the success of 
the organisation. Historically, leadership theories have passed several stages (Bass and 
Riggio, 2006). 
2.2.4.1. Traditional (classic) school: Several theories emerge from this school: 
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2.2.4.1.1. The great man theory: The theory presented by philosopher Thomas Carlyle 
in the nineteenth century, stressed that the individual cannot be a leader without its special 
features that distinguish it from other people (Organ, 1996). 
2.2.4.1.2. Trait theory: This theory is closely linked to the theory of the great man, which 
is based on the premise that leaders are born rather than made; leaders are born and they 
have a number of inherited characteristics or personality traits that make them successful 
leaders. The supporters of this theory, through their researches, reached a range of 
essential leadership features including: intelligence, secretariat, self-confidence, 
responsibility, ambition, and the ability of decision-making (Pervin, 1994). 
2.2.4.1.3. Behavioural theory: Because of the Trait theory failure, researchers turned 
their attention from trying to define the leaders' features to trying to study the behaviour 
of the leaders in two aspects: First, what do leaders actually do? Second, how do they go 
about it? (Eagly and Johnson, 1990). Ohio University has developed a program to build 
a questionnaire for describing the behaviour of the leaders, one of the most 
comprehensive programs that built a list of 1,800 potential behaviours of the leaders that 
is now called Leaders' Behaviour Description Questionnaire (The Ohio State Leadership 
Studies, 1962). Several theories have emerged based on the interactions of this theory, 
namely: 
Managerial Grid theory: Built on two dimensions (working interest - interest workers) 
(Bass and Stogdill, 1990).  
X & Y theory: This theory is based on the manager (leader) during his/her dealing with 
subordinates at work, building two sets of assumptions clarifying that the subordinates 
have views related to the job. These views controll their behaviour, while the leader deals 
with them in the light of these assumptions. The first group of the assumptions named X 
theory assumptions. The leader sees those assumptions as dominants in their daily work. 
The second group of those assumptions called Y theory assumptions that appear only in 
strategic business (Van Seters and Field, 1990). 
Role Theory: The expectations from the role of a leader may differ from very particular 
to a wide notion within which the leaders can state their own pattern. When the role 
expectations are low or mixed, this may also lead to role conflict. Leaders are affected by 
these indicators, especially if they are aware about the society around them, and will 
generally correspond to these indicators by exhibiting leadership role that has been put 
upon them by others (Pfeffer and Salancik, 1975). 
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2.2.4.2 Contingency theory: This theory suggests that certain attitudes and 
circumstances are predisposing individuals to take leadership position; the individual may 
be a leader in a certain condition. In other words, the environment, in which leader exists 
is very important (Pennings, 1975). Additionally, some patterns fall under this theory, 
including: 
Fiedler's least preferred co-worker (LPC) theory: In this style, leaders give consistent 
and mutual priority to task-focus and people focus. The notion of this style is to identify 
the underlying beliefs about people, specifically if the leader perceives the followers as 
positive or negative. The main keys of this style are relationships, power, and task 
structure (Fiedler, 1986). 
Cognitive resource theory: Intelligence, experience and other cognitive resources are 
important elements leading to the success of leadership. Although, cognitive competences 
are substantial, they are not enough to expect leadership success. For example, stress 
affects the ability to make decisions (Wood and Bandura, 1989). 
Strategic contingencies theory: This theory focuses on tasks that need to be done in the 
form of problems to be solved; thus, de-emphasising personality. If a person does not 
have a charisma but he/she is able to solve a problem, then he/she can be an effective 
leader (Hickson et al., 1971). 
Path–goal theory: The theory asserts that a leader's behaviour is contingent to the 
satisfaction, motivation, and performance of his/her followers. The modified form of this 
theory also claims that the leader involves certain behaviours that complete the 
subordinates' skills to balance the lacks (House, 1996). 
2.2.4.3. Situational leadership theory: Some leadership researchers argue that this 
leadership theory is a revised version of the contingencies, but they focus on the main 
points in this pattern. These points are: Telling, wherein the leader shows high directive 
behaviour and low supportive behaviour; Selling, wherein the leader shows high directive 
behaviour and high supportive behaviour; Participating, wherein the leader shows low 
directive behaviour and high supportive behaviour; Delegating, wherein the leader shows 
low directive behaviour and low supportive behaviour (Hersey and Blanchard, 1982; 
Fernande and Vecchio, 1997).  
2.2.4.4 Transactional leadership theory: This is based on the principle of exchange 
between the leader and subordinate. This exchange is actually based on the required 
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subordinates’ accomplishment and leader’s appreciation. People are driven by incentive 
and punishment. Social schemes act best with a well-defined series of orders. When 
people have approved to do a job, a piece of the contract is that, they abandon all authority 
to their leader. The major target of a subordinate is to do what their manager asks them 
to do (Avolio, Bass and Jung, 1999). This theory results in another one that is: 
Leader-Member Exchange (LMX) theory: This theory is also known as LMX or 
Vertical Dyad Linkage Theory. This theory defines how the leaders within teams sustain 
their position via a set of implicit exchange agreements with their followers. The theory 
stresses on the give-and-take relationship (dyadic relationships) among managers and 
followers. The theory postulates that leaders attain an exchange relationship with all 
followers, in turn, the followers' duty, decision, access to resources, and performance will 
be affected by the quality of these leader-member exchange (LMX) relationships (Deluga, 
1998). 
2.2.4.5 Transformational leadership: This theory is based on the principle that people 
will follow the one who gives them or provides them with inspiration; this one has a 
vision, a passion and tendency as well as ability to achieve great things. Also, this leader 
knows the accurate approach to get things done with the team through instilling the 
followers with enthusiasm and energy. Performing with transformational leaders can be 
a wonderful and enriching experience (Bass, 1998). They instil passion and energy into 
everyone. They care about the individuals and need them to achieve success. The initial 
idea of transformational leadership was put forth by leadership professional and 
presidential biographer James MacGregor Burns. According to Burns (1978), 
transformational leadership can be perceived as leaders and followers help each other to 
attain a higher level of morality and motivation (Avolio and Yammarino, 2013). 
2.2.4 Transactional and transformational 
According to Bass et al. (2003) transactional leadership is based on a number of 
principles, including: 
1. The exchange process between the leader and subordinates. 
2. This exchange is based on clarifying what is required from the subordinates, praise 
or being paid back. 
3. Conditional subordinates’ support of the law. 
4. Leader depends on management by exception style, which means intervention when 
necessary. 
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5. Focuses on the quality and improving job satisfaction. 
6. Characterised by democracy. 
Avolio, Bass and Jung (1999) developed the idea of two different mechanisms of 
leadership styles. Transactional that includes exchange interests, while transformational 
is based on concern for followers, intellectual stimulation, and providing a group vision 
(Bass, Avolio and Atwater, 1996). The transactional leader is given power to achieve 
certain tasks. In other words, the leader relies on reward or/and punishment for the team's 
performance. It provides an opportunity to the leader to lead the group, and the group 
agrees to follow his/her leadership pattern in order to achieve a specific goal; in turn, the 
interest drives those followers to follow this leader, or to ignore a punishment (Burns, 
1978). Power is given to the leader for assessing, adjusting and training followers when 
productivity is not up to the preferred level, and an effectiveness reward when the 
expected result is attained (Sarros and Santora, 2001). 
Macgregor Burns, the socio-political scientist, put forth the concept of transformational 
leadership in 1978. Many successive developments and updates on this theory have been 
made a number of researchers such as Bass, Avolio, Mumford, Gustafson, Berson, Scott, 
Bruce, Jung, and others. Burns identified transformational leadership as a process of 
motivating and activating the followers towards achieving the organisational goals 
through the promotion of the highest values and morals as well as trying to reach them to 
the leader's level. Bass and Avolio (1994) identified it as the kind of leadership that works 
to expand and maximize the interests of subordinates to what is beyond the personal 
interests towards the interests of the whole organisation. The transformational Leader 
motivates employees to exceed their original expectations, increase their effectiveness, 
and convinces them to accept the organisation's mission and objectives. Through 
transformational style, the leader focuses on the importance of the future, and he/she 
works to discover and maximize the returns on it. Transformational Leader is 
characterised by driving continuous movement, showing desire in accepting challenges, 
and seeking a sustainable way for new and unfamiliar stuff (Bass, 2001).   
Transformational leadership is considered as a style that exceeds exeptations and looks 
beyond providing incentives in exchange for attaining the desired performance. Instead, 
they promote subordinates intellectually and convert self-interest to be an integral part of 
the supreme vision of the organisation. There are basic underpinning pillars of the 
transformational leadership concept summarised as follows (Bass, 2001): 
28 
 
- Transformational leadership is an ongoing practise that exerted by the leader before the 
subordinates. 
- Transformational leadership is an ethical leadership style; it works to promote a set of 
values including justice, equality and peace. 
- Motivates and inspires subordinates to work; to overcome their personal interests for 
the benefit of the group and the organisation. 
- Works to change the objectives of employees and convert those objectives from a simple 
secondary to satisfying objectives of the higher self needs and supports the vision of the 
organisation’s future.  
Based on the above, transformational leadership could be defined as: a continuous process 
by which a leader makes changes in the values of subordinates and their current 
motivations in order to turn them towards the common interest of the organisation. This 
can be done by developing a future vision to reinforce the development of the 
organisation's future. It could be defined as a kind of leadership that exceeds the 
incentives in exchange of the desired performance, to develop and encourage 
subordinates intellectually and creatively as well as transform self-interests to be an 
essential part of the supreme organisation's mission (Pearce and Conger, 2002). 
2.2.5 Transformational leadership behaviours (dimensions) 
According to Bass (1990) and Bass and Avolio (1994) transformational leadership 
consists of four behaviours, called the (Four Is) 
1- Idealised Influence (Charisma):  
This includes behaviours that encourage subordinates to look at the leader as a role model. 
The basis of the ideal influence is finding values that inspire and provide the meanings of 
the job to the subordinates. The concept of ideal influence is very closely associated with 
the concept of charisma and charismatic leadership, whereas charisma indicates a set of 
qualities and behaviour patterns that make the leaders emulated by subordinates. When 
those behaviours and qualities are appreciated as well as admired by the subordinates, 
then the leader will gain their trust. 
2- Individualised Consideration:  
This is a set of behavioural patterns through which the leader gives personal attention to 
each follower by identifying the level of needs and desires of each follower and taking 
into account individual differences among followers when meeting these needs. Leader 
treats others individually rather than as a member of the group and cares about the 
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individual because he/she has needs, abilities and aspirations that are different from the 
others. The leader also helps others to augment their strengths; in addition, spends time 
in teaching and training others.  
3- Intellectual Stimulation:  
This means urging and inducing workers to think in new ways in order to solve problems 
and use logical thinking before embarking on any action or taking a step. A 
transformational leader should create a solid ground for followers to reconsider their ways 
of thinking, technical direction of humanitarian work, and values of personal problems. 
This helps employees solve the problems in new ways through dialogue and provide 
evidences and arguments that support creative solutions.  
4- Inspirational Motivation:  
Transformational leaders stir feelings and emotions in their employees to work and move 
towards achieving the desired goals and even surpass them. The leader who depends on 
inspirational motivation has the ability to motivate subordinates towards reaching the 
level of top performance. Leaders who have the ability and skills to practise inspirational 
motivation tend to talk enthusiastically about what should be done. They also 
optimistically demonstrate the future, explain the organisation’s future vision, stress the 
importance of a collective sense of the organisation mission, and disseminate a sense of 
confidence that the goals can be achieved (Kirkland, 2011). 
Bass (2001) has developed a multi-factor questionnaire leadership (MLQ) that includes 
the four dimensions, table (2-1) shows those dimensions. 
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Table 2-1 Transformational leadership dimensions 
Fourth Dimension 
Inspirational Motivation 
Third Dimension 
Intellectual Stimulation 
Second Dimension 
Individualised 
Consideration 
First Dimension 
Idealised Influence (Charisma) 
Speaks enthusiastically about 
what should be done. 
Re-examination of the critical 
assumptions to determine 
whether appropriate or not. 
Treats others as 
individuals rather than 
people who are members 
of the group. 
Talking about values and beliefs. 
Speaks optimistically about the 
future. 
Looking for different 
perceptions when solving 
problems. 
Cares about followers 
individually because they 
have needs, abilities and 
aspirations that differ from 
the others. 
Identifying the importance of 
having a strong sense of goal. 
Clarifies the future vision of the 
organisation. 
Suggesting new ways to look 
at how to complete tasks. 
Helps others to enhance 
their strengths. 
Instilling pride in others of their 
association with him/her. 
Emphasizes the importance of a 
collective sense of the 
organisation mission. 
Urging others to look at 
problems from different 
aspects and perspectives. 
Spends time in the 
teaching and training 
others. 
Going beyond self-interests for 
the good of the group. 
Expresses confidence about 
achieving the goals. 
  Behaving in ways that lead to 
respect the others. 
   Taking into account the ethical 
and professional results with the 
decisions making. 
   Showing a sense of power and 
self-confidence. 
(Bass, 2001) 
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2.2.6 Transformational Leader characteristics 
Transformational leaders are attractive persons having great personality and a strong 
presence. This makes them influential, as they seek to convert their subordinates, 
departments or organisations in the best possible way. They rely on a combination of 
personal charisma, the ability to inspire others, and raising up mentally and emotionally 
the subordinates. Subordinates prefer transformational leaders for their personality even 
before they accept their future vision. Transformational leaders seek to imagine and 
examine the organisation's culture, make subordinates look further than just their own 
interests and work for the benefit of the team and the organisation, and help them to be 
unconvinced about simple satisfaction, leading them towards grater completion that 
allows them to achieve self-realisation. In addition, they invite them to consider the long-
term issues (Philp, 2003). 
According to Basham (2012), the transformational leader has the following features: 
1- Transfers the subordinates in a civilised way by setting high goals, high standards of 
performance, and at the same time showing high confidence in their abilities to 
achieve those goals. This is the main justification of his/her existence in the 
organisation. 
2- Has high self-confidence with a high self esteem, and self-determination, and does 
not suffer from psychological internal conflicts, which helps in avoiding a case of 
self-defence. 
3- Holds a dynamic presence, a clear activity and offers the subordinates with radical 
solutions to unexpected problems. 
4- The ability to use exciting symbols, metaphorical expressions, logos, and new terms. 
In other words, using all inspirational methods through speech with the subordinates. 
5- Motivates subordinates intellectually, such as encouraging them to re-examine their 
goals and ways by providing new targets, new tools, perspectives, alternatives, vision, 
and new mental challenges. 
6- Offers high interest at the individual level, especially for subordinates who need 
special care. 
7- Transcends the subordinate's desires by talking about social needs rather than 
physiological needs. Invites them to think about their role and status among their 
competitors. 
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8- The charisma, inspirational motivation methods, stimulating subordinates 
intellectually and the individual consideration leads to stronger motivation and better 
performance, beyond expectations. 
9- The transformational leader is sensitive to others’ feelings and acts in the light of 
moral values. This in turn, leads to creating an achievement culture based on these 
values. 
10- Transformational leader learns to survive and considers the errors as beneficial 
experiences.  
2.2.7 Tasks of transformational leaders 
Searching and analysing the theoretical literature in terms of transformational leadership, 
the tasks of the leader have been listed in the following sections (Yammarino and 
Dubinsky, 1994): 
2.2.7.1 Recognise the need for change: Among the missions of the transformational 
leader is the awareness of the need for change and the ability to persuade others. Thus, 
they try to stimulate the minds of followers to renew their goals and develop their needs 
and therefore, accept and support the ideas of change (Bass and Avolio, 1993). The leader 
induces subordinates to achieve high productivity, exceed goals, and go beyond the 
organisation’s expectations. A transformational leader is a change element, tends to 
consider the risks, and rejects stability if it does not lead to improvements. In addition, 
acts within the social values and ethics, as well as considers learning as it has no end 
(Eisenbach, Watson and Pillai, 1999). 
2.2.7.2 Formulating the vision and the mission: Transformational leaders have a vision 
on which their work is based. The formulation and delivering of the vision are the key 
elements to manage successful changes. The transformational leader seeks to raise the 
level of the customers, the employees, and the organisation to the ambition that he/she 
sees in the distant horizon. For this, he/she puts forth the ambition which will bring a 
civilised leap, and eventually achieve the proper requirements through this vision, since 
individuals need to learn more about the reasons of adapting the change and its potential 
impacts (Conger, 1999). 
2.2.7.3 Choose a model for change and its paths: An appropriate model for a change in 
the organisation is those ideas that have been tried and proven under similar 
circumstances; those ideas fit the practical reality of the organisation. The appropriate 
paths are determined by setting priorities and options in such a way that serves the 
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organisation and effectively achieve the highest level possible (Piccolo and Colquitt, 
2006). 
2.2.7.4 Articulating new strategy: To achieve the vision and mission that has been 
prepared by the transformational leader, there is a need to develop a new strategy that 
takes into account the expected threats, opportunities, strengths and weaknesses, and is 
able to face competitors and beat them. In addition, an effective strategy is required for 
change; this, in turn, needs looking for an alliance with a group of individuals (Waldman, 
Javidan and Varella, 2004), empowering them as well as delegates to lead the change and 
work collectively. It also requiresthe employment of every potential tool for delivering 
and articulating the new strategy and vision with emphasis on the significance of looking 
for a model to direct the formation of the expected behaviour for all employees (Avolio 
et al., 2004). 
2.2.7.5 Mobilising commitment through organisational culture:  
Attaining the vision, mission and strategy cannot be done within the prevailing 
performance and organisational culture, regardless of its validity because the situation is 
completely different and requires a convincing new vision, strategy and mission. Thus, 
the transformational leader needs to be able to promote his/her new ideas within the group 
(Avolio et al., 2004). Moreover, the leader should generate enthusiasm in the followers 
to adopt these ideas. This cannot be completed unless a new culture is set up and certain 
efforts are made by the followers. The success of change depends on the adherence of 
administrative leadership and its conviction to the need of adopting a program of change 
in order to improve the competitive position of the organisation (Avey et al., 2008). 
In addition to the tasks mentioned above, there are others to be seen from other 
perspectives (Selznick, 2011): 
1- Competition Management: Running the processes concerning the activities of the 
organisation and collecting the information and capacity development in order to use 
this information to increase the competitive advantage of the organisation (Barney, 
1995). 
2- Managing complexity: Dealing with many variables at one time, taking into account 
the degree of uncertainty, change, differing goals, and the expansion of the geographical 
area (Gestner and Day, 1997). 
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3- Adaptable organisation, towards the global trend: Through the establishment of a 
global trend vision for the future determining the mission of the organisation to reflect 
the global trend. In addition, changing the format of values, beliefs, and behaviours to fit 
this trend (Bass, 2000). 
4- Managing Global Teams: The leader is responsible for the formation of teams at high 
level of skills in various disciplines and administrative levels so that these teams are able 
to achieve global communication (Dionne et al., 2004). 
5- Crisis and Uncertainty Management: The leader accomplishes this mission through 
the development of intellectual convictions, mental, behavioural, and plans in advance to 
cope with crises and sudden changes. The leader also considers the development capacity 
to deal with sudden repeated cases in order to have a correct decision-making process, 
especially in dangerous situations (Pillai, 2013). 
6- Continuing Education and Training: There is a basic need for continuous education 
and training system due to several changes, especially sudden ones which require high 
capacities and competencies to deal with (Dvir et al., 2002). 
2.2.8 Types of Transformational Leaders 
Burns (1978) pointed out that there are two types of transformational leaders: 
2.2.8.1 Reformer transformational leader: A leader who works to make changes in the 
current trends of members who resist change, in accordance with the principles and values 
of the organisation. Therefore, transformational leaders only deal with regular members 
and sectors that are resistant to change. 
2.2.8.2 Revolutionary transformational leader: A leader who works to inspire radical 
changes under the principles and values that govern the organisation. Revolutionary 
transformational leaders tend to create new ways of thinking and form completely new 
mind-sets making a comprehensive renaissance to change the current situation. 
2.2.9 Comparison of transformational and non-transformational leader 
When comparing transformational leader with non-transformational, it becomes clear that 
transformational leaders are inspiring leaders who use their creativity and inspiration to 
influence their subordinates, they speak to trustworthy subordinates about their work 
performance, use different ways to bypass the reality that abounds with mistakes, and try 
to change this reality with the help of subordinates (Hannah et al., 2008). 
2.2.10 Transformational Behaviours 
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The earliest form of transformational theory (Bass, 1985) contained three factors: 
charisma, intellectual stimulation, and individualised consideration. Charisma is 
described as a leader’s ability to influence followers by stirring up great emotions in them 
and being identifiable and relatable. Intellectual stimulation is a leader’s ability to 
augment followers’awareness of problems and induce them to consider problems from a 
new viewpoint. Individualised consideration involves offering support, encouragement, 
and developmental opportunities to followers. When the theory was heavily amended in 
1990, another transformational behaviour, inspirational motivation, was added. This 
behaviour describes the degree to which a leader communicates an appealing vision, 
employs signs to concentrate on the struggles of followers and forms suitable behaviours 
(Bass and Avolio, 1990). These basic behaviours of transformational leadership interact 
with one another to motivate changes in followers and the mutual effects are allowed to 
differentiate between transformational and charismatic leadership. 
Table 2-2 Characteristics of the transformational leader, compared with 
Commander: 
Non-transformational leader Transformational leader Behavioural Dimensions No 
Tendencies to maintain the 
situation as it is without 
change. 
Struggling to change the 
status quo. 
Relationship and 
interaction with the 
status quo 
1 
Derive from the status quo 
without fundamental changes. 
Knowledgeable insight 
into the fundamental 
change to the status quo. 
Future Goals 2 
Trend towards others and try 
to imitate them without 
thinking. 
Common approach with 
those who are in the best 
position and perfect 
vision to achieve 
excellence 
The ability to simulate 3 
Unwillingness to integrate 
with others and convince 
them. 
Devote efforts and raise 
the enthusiasm and a 
desire to take risks. 
Trust in others 4 
Experience in the use of 
available means and 
resources, the specific 
frameworks, and methods of 
work to achieve the goals. 
Use unusual experience 
and exceed the 
traditional methods of 
work. 
Experience 5 
Traditional standards of 
behaviours. 
Unconventional 
standards of behaviours 
Behaviour 6 
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No use of environmental 
analysis to maintain the status 
quo. 
A strong need of 
sensitivity to feel the 
environmental analysis to 
change the status quo. 
Environmental 
sensitivity 7 
Obvious weakness in 
clarifying and setting goals, 
and a lack of using leadership 
methods. 
A high clarity for the 
future and determined 
about the traditional 
influential tools. 
Clarity of words 8 
Personal strength and position 
power based on experience 
and social status. 
Strength of personality 
based on experience and 
impressing subordinates’ 
desires; of inspiring and 
heroic features. 
The basis and source of 
the strength and power 9 
Find unanimity of views and 
rely on the direct orders and 
guidelines. 
Transfers subordinates' 
trends to support radical 
changes and 
implementation. 
The relationship 
between the leader and 
subordinates 
10 
(Abbas, 2004). 
Therefore, from the above it possible to emphasise that transformational leadership 
approach includes four behaviours to the process of leadership: (Idealised influence, 
Individualised consideration, Intellectual stimulation, and Inspirational motivation) 
(Avolio et al., 2008). Basically, transformational leadership approach describes the 
mechanisms that leaders exert in order to come up with developments and important 
changes, and their implementation in the organisation. The transformational leader helps 
subordinates enabling them to make a change by raising awareness among individuals, 
and makes them go beyond their own interests for the group interests, which in turn 
returns to the organisation interest (Bass and Steidlmeier, 1999).  
Therefore, to do such changes, leaders become powerful models for their employees. 
They have a well-developed system of moral values and a strong sense of identity as well 
as confidence in themselves, listening to the subordinates and tolerating the opposing 
viewpoints. Consequently, the spirit of collaboration grows between leaders and their 
subordinates. Subordinates tend to imitate leaders' behaviours; they learn to trust them 
and believe in the ideas that are adapted by them (Bass, 2000). Transformational leaders 
possess vision for the future that appears through various individuals and units within the 
organisation. The future vision is the focal point of transformational leadership showing 
the direction headed towards by the organisation leadership. Additionally, the future 
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vision gives subordinates a sense of identity within the organisation and a sense of self-
effectiveness (Barling, Weber and Kelloway, 1996). 
Usually, transformational leaders begin the process of change and implement it. They 
carefully receive the opposition views inside the organisation, consider the outside threats 
that may arise, and sometimes leaders generate instability by promoting the expression of 
views or opposition issues. Through this case, transformational leaders make changes in 
the values and norms emerging in the organisation and engage its culture as well as help 
in the formation of meaning, because people need to know their roles and understand how 
to contribute to the major objectives of the organisation (Bolino and Turnley, 2005). 
2.2.11 Transformational leadership in the business field 
Transformational leadership theory emphasises the major role that leaders can exert in 
fostering both personal and organisational change, in addition to the role of helping 
subordinates to attain and exceed expectations regarding the performance (Avolio, 2005). 
Transformational leadership is one of the high-prominent styles in the new leadership 
theories since it has occupied a prominent place in the last two decades, and many 
researchers are interested in studying this modern approach from all aspects (Hunt, 1999). 
The process of developing and improving the performance of the subordinate, through 
education, training, guidance, a proper inspirational motivation, and intellectual 
stimulation as well as individual considerations are the main outputs of this theory 
(Avolio and Bass, 1995). The basic principle of this style of leadership emphasises the 
importance of using charisma as a key tool to influence subordinates in the quest of the 
leader to develop subordinates’ performance. Transformational leader estimates the latent 
ability within his/her subordinates where he/she works to increase these abilities in order 
to achieve current and future tasks and goals (Dvir et al., 2002). 
The main goal of transformational leader is to make his/her followers responsible in terms 
of harnessing their efforts to challenge the constraints and difficulties, so they can achieve 
beyond the targeted aims. Therefore, the transformational leader tends to be aware and 
understands innovative and creative efforts, as well as stimulates the followers to have 
the same perceptions (Al-Husseini and Elbeltagi, 2016). This visionary leader inspires 
and motivates employees to operate further the ordinary method, and make them do so 
based on the vision offered by him/her. Based on teamwork without official difference 
between leaders and followers, the team members operate collectively, no matter what 
the tasks or the positions of power they have; thus, the work is not based on authority. 
Furthermore, transformational leadership is one of the most important factors in 
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successful organisations. It is kind of behavioural leadership that could enable attaining 
the goals and performing well. (Rok, 2009).  
Transformational leaders are characterised by their focus on work systems, or what is 
known as the main operations of the organisations. They provide visualisation of the 
organisation's future visions, design its mission, determin the long-term objectives, and 
clarify the dimensions of the expected relations between the organisation and its 
environment in such a way that contributes to the resolving of the big picture. Further, 
they include the opportunities and risks, its distinctive strengths and weaknesses in order 
to take the strategic decisions that will affect in long-term, in addition to reviewing and 
evaluating the situations. Transformational leadership is a process that includes 
designing, implementing and evaluating the strategies that will enable the organisation to 
achieve its goals (Bryson, 2011). 
Transformational leadership supports the strength of any organisation and distinguishes 
them from other organisations, and is a vital element in the market competition, which 
requires the business organisations interest in building an organisational culture that is 
intertwined with a number of key themes (Gregory Stone, Russell and Patterson, 2004). 
On the one hand, the administrative process is a prerequisite to start work towards 
achieving the objectives, drawing strategic plans, and providing organisational 
integration and communication at all administrative levels of leadership. On the other 
hand, workers as a driving force of different activities and processes that are based on 
behavioural roles to participate in decisions-making and establishing work-teams that 
contribute to the creation of an environment that ignites enthusiasm, and helps to innovate 
and develop a sense of responsibility (Wirtz, Heracleous and Pangarkar, 2008). 
Sergiovanni (1996) highlighted the importance of transformational leadership and the 
possibility of its application in institutions, that is a technical leadership includes 
administrative methods of a high degree of importance, it works to raise the organisational 
level of performance, respond effectively to the changes that occur in organisations’ 
climate, and the fluctuations of workers’ needs and desires as well as those dealing with 
the organisation, in addition to raising the employees’ trust in the organisation and 
notifing sense of citizenship and belonging, finally, providing them with motivation 
needed to achieve outstanding performance. 
Leadership is a topic that commands huge attention around the world since ancient times. 
Although, there have been many efficient and effective leadership strategies, but the 
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styles that were suited in the past do not fit in the present time nor will they fit in the 
future. Therefore, the interactive and changing business environment pushed business 
organisations towards synchronizing, permanent adoption with the environmental 
changes, adjustment to the situation, experience new innovations and creations to ensure 
their survival. This requires searching for new models of leadership to cope with these 
developments and abandon the traditional hierarchical structures as well as adopt a 
flexible and efficient organisational designs, and future direction (Harms and Credé, 
2010). Transformational leadership contributes towards setting standards for the 
organisational performance and development within an integrated and coherent format 
that makes it capable to respond to internal and external changes, in addition to 
developing valuable and backed norms for the organisation, and makes changes in its 
culture and belief (Avolio, Waldman and Yammarino, 1991). 
2.2.12 The mechanisms of transformational leadership in telecommunication sector 
There is no doubt that communications’ tools have recently, changed completely and are 
continuously growing technologically. This has led to a race to acquire the latest of these 
tools; in addition, cutting the throat of competition to provide customers with better 
services and products. These significant changes, new trends, and the modern 
developments are obvious in various fields, and the telecommunication sector is not 
immune to the changes that have become necessary for survival and future of the 
environment (Economides, 1999). Therefore, a kind of realisation of the relationship 
between the appropriate leadership style and competitive advantage should take place. 
This allows the firms in this sector to stay within the competition circuit given the 
importance of transformational leadership in achieving competitive advantage through 
supporting creative thinking efforts to bring about new products and services. This is one 
of the vital and contemporary issues. There are many factors that emphasise the need to 
adopt the concepts of transformational leadership and competitive advantage, such as the 
desire to improve the work, leaving various impacts and results on the organisation, 
whether the laws, regulations and legislation level, or at the work and organisational 
structure level and finally on the services and products provided, and at the policies level 
(Alzeriqat, 2012).  
In a dynamic business environment, achieving excellence that provides, at least, an 
acceptable market share and good ranks among the competitors, organisation in general 
and specifically telecommunications firms require the presence of high potential, 
capacities, and skills of administrative leadership. This allows reforming the features and 
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characteristics of the organisation and employees by adopting change in policy as a 
model, mainly, to keep pace with the rapid changes in the telecommunications sector. 
This means, abandoning traditional patterns of leadership that are no longer suitable for 
the current situation which requires a constant change in the strategies that encourage, 
challenge, and inspire subordinates to give more than expected (Ireland and Hitt, 1999). 
 Moreover, in order to articulate the organisational goals in an effective way, 
transformational leaders anticipate employing influential communication skills which 
make them distinguished from other leaders. In other words, those leaders bring the 
followers more closely to the mission through stressing the way of participating and 
adding value to strategic mission. Transformational leaders use individualised 
consideration to assist the followers to understand and learn more about the mission and 
vision of the organisation. They deliver what they want in order to set advanced level of 
identification between the follower and the mission. The most important and crucial key 
is the ability of the transformational leaders to establish an agreement about 
organisational goals. They achieve that by integrating and alignment within the 
organisation, which in turn guarantees managing the linkage. (Berson and Avolio, 2004).  
2.3 Section Two: Innovation 
2.3.1 The concept of innovation 
Damanpour and Schneider (2006) stated that, innovation has been defined from various 
insights. This diversity in the definition arises based on specific perspectives. The 
definition of service innovation used in this study is as following: "A service innovation 
is a new service or such a renewal of an existing service which is put into practice and 
which provides benefit to the organisation that has developed it; the benefit usually 
derives from the added value that the renewal provides to the customers. In addition, to 
be an innovation the renewal must be new not only to its developer, but in a broader 
context, and it must involve some element that can be repeated in new situations, i.e. it 
must show some generalisable feature(s). A service innovation process is the process 
through which the renewals described are achieved" (Toivonen and Tuominen, 2009, pp. 
14). 
Innovation is often traded from the technological perspective. However, the concept of 
innovation is beyond these limits. In order to clarify the various definitions, it is important 
to present the following sights (Harem, 2003): 
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- "Create something unmatched before": This definition is limited to one task, the creative 
process, which is the creation of a new product. Such a task is almost a monopoly by 
some entrepreneurship institutions that have enormous potential in terms of research and 
development.  
- The application of an idea developed within the organisation or has been borrowed from 
outside, whether it is related to the product, tool, system process, policy, program or 
service, and this idea is new for the organisation when it is applied. 
- A certain process in which a person tries to use his/her mind, the mental abilities and 
the surroundings of individuals’ stimuli in order to produce a new product, contingent 
that, this product will be useful to the community. 
- A process that involves looking at the phenomena, things and problems in new and 
unfamiliar perspectives and relationships, establishing a kind of reacting among 
individuals, work environment, organisation, and the public environment that will lead 
the individuals, group or/and organisation to the production of a new product, tool or 
process, such as new ideas in leadership, strategies and decision-making or new ways to 
design the work, and format the organisational structure. 
- Innovation is a new idea that might be a reformat of an existing idea, a venture that 
challenges the current system, a formula, or a distinctive tactic which is identified as new 
by the individuals involved (Zaltman, Duncan and Holbek, 1973; Rogers, 2010). 
In this context, what should be noted is the nature of the relationship and the difference 
between the two concepts, innovation and creativity. According to Coates and Jarratt 
(1994), creativity leads to new things, whether products, services or processes. While 
innovation represents the adoption, or use of these creative works (products, services, 
processes). From another perspective, Nystrom (1979) stated that creativity is a reason 
for successful innovation, and in order to understand the innovation process and what 
affects it, there is a need to be familiar with the creativity process and its requirements 
which means the importance of providing and maintaining an appropriate environment to 
solve problems creatively. This distinction, or the relationship between the two concepts 
may not be of interest to researchers in this field, especially in the business field, where 
most of the authors use the terms to refer to the same meaning as number of researchers 
such as Zaltman, Duncan and Holbek (1973) defines innovation as any idea, practise, or 
physical object discernible and adopted by people who perceive it as new (Anderson and 
King, 1993).  
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2.3.2 The Importance of innovation 
Sustainable development determinants have a huge concern and attention worldwide 
(through its active organisations, such as governments and non-governmental 
organisations). In this context, two clear points of view grapple: First, confining the 
determinants of this development in material resources. Second, focusing on the cognitive 
resources. It is clear that the second philosophy has an explicit and distinct superiority 
than the first, since the first shows that this is a last-ditch based on a principle logic 
content, in that, the more intensified exploitation of material resources the more accelerate 
access to the cognitive resources (Cash et al., 2003). Consequently, this leads to increased 
yield as a result of increased utilization. Clearly, the problem of sustainable development 
in cognitive resources finds a solid platform that requires regulatory and managerial 
producers that enable the exploiting perfectly. In simple words, there is an urgent need to 
search for appropriate approaches to immediately release the creative talents and abilities 
in humans (Harison and Koski, 2010).  
Today, organisations need to be more innovative in the light of rapid changes imposed by 
a variety of variables such as technological acceleration, the markets globalisation, 
competition intensity, the rapid changes of consumer tastes, and the huge increase in the 
volume of knowledge. Thus, innovation occupies a considerable position in the 
organisation's policies and has become a competitive advantage. From this point, 
innovation is considered as an important resource that organisations seek to perfectly 
organise and manage (Cummings and Worley, 2014). Therefore, the majority of the 
organisations working on the establishment of special units having the responsibility of 
improving and enabling the innovative capabilities, as some organisations focused on the 
training of individuals and groups on the innovative and thinking behaviours (Davenport, 
2013). Innovation is a substantial requirement for the sustainability of organisations. 
Innovation fosters affluence, efficiency, economic growth, as well as the constant renewal 
(Ahlstrom, 2010). Among many researches that have been conducted related to 
innovations, the majority were focused on a specific aspect or type of innovation, namely, 
product innovations. Nevertheless, the progress that has been made in the service sector 
and the massive increase of the service sector within the economy has gained great 
attention for service innovations (Toivonen and Tuominen, 2009). 
Innovation at the organisation context is the process of presenting new products in the 
form of goods or service. It is the renewing in the production or distribution process of 
this item. Innovation takes a variety of forms through the organisation functions of 
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production, marketing, distribution and human resources, whereas, it is possible to 
produce, or develop certain goods or some service superior to the needs of consumers, or 
produce it at a lower cost (Oke, 2007). Innovation could be in the form of size or content 
of goods or services, could be in the method, the date of supplying, or the diverse uses, 
increasing shelf life, or/and improving the efficiency of their performance. It could be in 
changing the methods of producing or transporting, distribution, finding new ways to deal 
with suppliers and competitors, developing ways to run the organisation or managing the 
individuals (Abdul Wahab, 1985). 
Due to the high competition, whether domestic or international, there is a rising of the 
customers' requirements, rapid technological growth in addition to the changeable 
instructions and rules as well as standards (e.g. environmental protection standards). This 
imposes extra and high requirements, side by side with demands for evolution and 
managing of new products and services. In a high competition environment, innovation 
is considered as essential factor for success (Guellec and de La Potterie, 2007). 
Consequently, those with such abilities to invent and create new and novel products and 
services gain competitive advantage in order to ensure continuity in the competition circle 
both in the short and long term. Also, it is considered as a real fact for companies, 
organisations, teams, employees and countries. Generally, sustaining a strategy for 
innovation that covers every possible aspect that could shape the future of the 
organisation, will give an additional value to new products and services in the present and 
future strategic business arenas. Such strategy for innovation points out every single field 
of activity and strategic initiative for product improvement, development of capabilities, 
and investments in technological expansions (Hall and Bagchi-Sen, 2002). 
In terms of business continuity and survival, in such high and strong competitive markets, 
innovation is a very crucial and important element for the following reasons (Amabile, 
1988): 
1- It allows businesses to expand their customer base by refreshing the market with new 
and improved products. 
2- It is a key component of competitive advantage and helps companies stay ahead of 
competitors before rivals’ innovations take market share. 
3- It supports the ability to charge a premium. 
4- It provides incremental revenue and profit and also increases shareholder value. 
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New ideas could be converted into innovations, and this can be done by applying them to 
new products, services and processes, which will receive acceptance and real usefulness; 
therefore, disseminating in the market. The success of the business and its continuation 
in the long run will, therefore, link directly and mostly to the companies’ capabilities to 
create new products, services and processes; in other words, adopt innovations 
immediately. And this will require perfect and excellent innovation skills (Audretsch, 
1995). 
Innovation is generally perceived as the field for the specialists in R&D, marketing, 
design or IT, while the underlying creative skills and problem-solving abilities could be 
held and presented by everyone. Therefore, the outcomes of the innovative potential can 
be massive when the appropriate mechanisms techniques appear to emphasise on those 
abilities within a consistent and suitable basis throughout the whole firm. The limited 
amount of incremental innovation developing via the individual efforts can have a long-
term impact (Tidd and Bessant, 2009). 
Market Technology 
 
 
 
 
 
 
 
 
 
 
 
Figure 2-1 Innovation necessity, (Bessant and Tidd, 2007) 
2.3.3 Types of Innovation 
Innovation is essential for any organisation, and there are various approaches that could 
be employed in order to implement it (Anderson and King, 1993): 
1- Product/service innovation – presenting new products or services that are novel or 
extensively amended. This might comprise of amendments in operational use, 
suitability or technical capabilities. 
External triggers 
)exogenous) 
Market research 
Sales & marketing 
Direct customer requirement 
Internal triggers 
)endogenous( 
Market research 
Sales & marketing 
Direct customer requirement 
Product Innovation 
Crises 
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2- Process innovation – applying a new or considerably enhanced way of producing or 
of delivery and distribution methods. 
3- Business model innovation – amending or changing the way of how business is done. 
4- Organisational innovation – creating or changing business structures, change in 
management strategy (internal and external), methods in practising day to day work, 
and models. 
5- Marketing innovation – creating and developing alternative marketing approaches in 
order to conduct improvements in price, position, wrapping, product design or 
advertising. 
6- Supply chain innovation – improving the way of obtaining the materials needed from 
suppliers or improving systems of delivering the products to clients. 
7- Financial innovation – This includes basic financial concepts like credit, debit, risk-
sharing, ownership or liquidity to produce new financial services, products or 
techniques of running business processes. For example, adapting new settings and 
developing new value chains as the compliance and legislative environment grows.  
The common connection between each of these is an improvement in efficiency, 
productivity, quality and/or competitive standing for the organisation. 
While innovation typically adds value to an organisation, it is not without risk. Key 
innovation risks include (Adams, Bessant and Phelps, 2006): 
1. Operational: Operational risks include failure to meet requirement, costs or launch 
date. Loss to company reputation and brand is another possible operational risk. 
2. Commercial: Consumer confrontation and competition are examples of commercial 
risk. 
3. Financial: Investment yield may be less than intended.  
However, there are different methods to classify types of innovation according to the 
multiplicity and diversity of classification criteria and standards, among them are 
(Rogers, 2010): 
1- Regarding the nature of innovation: As there is distinction between commercial 
innovation, organisational innovation, technological innovation and institutional 
innovation, the following classification can also be considered: Creativity and 
administrative technological innovation. 
2- Depending on the planning standard for innovation: It could have been distinguished 
between programmed innovations, those that have been prepared and planned by the 
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organisation and are often continuous, and non-programmed innovations, which 
occur from time to time, and only when necessary. 
3- Standard of innovation results:  Taking into account the degree and depth of the 
changes caused by innovative efforts in the organisation. Some innovations result in 
significant and important changes in the organisation regulatory practises, this type is 
called radical, unlike surface innovation which is called routine. 
4- A group of variation categories where it is difficult to assemble its heterogeneity such 
as a classification based on the number of people who contributed to the completion 
of the innovation. 
There are other divisions of innovation according to the extent of implementations 
occurring. Thus, innovation could be (Basu, 2014): 
1- Incremental innovation holding slight enhancements in operating and construct.  
2- Modular innovation that are noteworthy developments / amendments in operating 
according to change in technology, but there is no change in construct. 
3- Architectural innovation where there is slight change in technological operation but 
noteworthy amendments of connections and consequently construct (Henderson and 
Clark, 1990). 
4- Radical innovation where both the construct and operation have go through main 
alterations. 
2.3.4 Phases of innovation 
It is worthy when discussing innovation phases to indicate the levels of innovation, since 
each level has its own phases. 
2.3.5 Innovation at individual level 
The total capacity to innovate owned by an individual. Researchers disagree on this level 
of innovation; in that, is it each individual innovator? If an individual has a set of 
circumstances and assistance, or that innovative is monopoly of some individuals who 
have exclusive capacity and innovative features. The findings of the question lead to the 
individual innovative properties (Hammond et al., 2011): 
Knowledge: The accumulated information that an individual gain through readings, 
practises, events, or/and experiences. 
Education: Specifically, gaining the ability of facing the issues and approaches to solving 
them. 
Intelligence: A capacity of thinking about forming a flexible relationship between things. 
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Personal: Innovator is characterised by spirit of taking risks, the strength to persevere 
and openness to new ideas, as well as curiosity. 
Hejan (1999) mentioned that the most famous and heavily traded model is Wallace' model 
that indicates innovation at the individual level needs four stages: 
1- Preparation phase: Reflects the process of gathering information after the sense of the 
problem which represents the focus of the innovator. The preparation involves a lot of 
hard work, which includes the effective stimulation and activation in order to prepare the 
individual and enable it to develop and compile its ability related to the preparations of 
innovation, as well as enabling the individual to exercise a new pattern of thinking unlike 
the traditional patterns. 
2- Slack phase: At this phase, the individual resorts to several techniques to evade its 
attention on the problem, such as sports or social activities that keep the individual away 
from the work environment. It is one of the most important stages of innovation because 
it witnesses the interaction, interrelated, and interdependent processes taking place during 
enormous attempts to find out the truth. It is the phase of interaction between researcher 
personality, its information, and the research topic. Moreover, it is the phase of unloading 
solutions and alternatives. 
3- Emergence and radiance phase: Self-innovation properties or cases materialise at this 
phase, which represents the border line that clarifies what can be done by any researcher 
or an innovator. Here, the individual should be able to re-arrange and re-thread the ideas, 
which allow access to the optimisation order and coherence.  
4- Verification and implementation phase: The new idea takes the exact shape, since it is 
effectively and suitability tested. While the individual, at this phase, is using a process of 
logical thinking in order to turn this idea into a proper solution for the problem. 
2.3.6 Innovation at group level: 
It is a sort of innovation that is done by the group (for example, a working team). Studies 
have shown that innovation at group level exceeds the sum of the individual innovation 
of group members. This is because the interaction among the individuals produces various 
ideas. In this context, the upper results are reached by the so-called quality loops, 
specially, using brainstorming. This is influenced by the following factors (Nigel and 
Neil, 2002): 
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1. Leadership: Most of the studies indicated that the leadership style has a direct impact 
on the efficiency of the group innovation. Pattern of leadership that is based on democracy 
and participation is more likely to encourage innovation. The reason for this being people 
feel more commitment to innovate and change if they participate in the issuance of 
decisions (Mumford and Licuanan, 2004; Mumford et al., 2002). 
2. Group formation: It indicates the relationship between the group cohesiveness, 
harmony and homogeneity, and yield innovation. However, the more the team is 
homogeneous the more growing innovative abilities gained (Rosing, Frese and Bausch, 
2011; Amabile, 1988; Aragón-Correa, García-Morales, and Cordón-Pozo, 2007). 
Consequently, the task of the manager related to the process of formation of the group is 
important as innovation is the main goal of it, in addition to deciding the appropriate 
degree of homogeneity within the specific requirements and the regulatory context which 
the group is facing. 
3. Group structure: Researchers distinguished, psychology, between two types of social 
groups’ structures, organic and mechanical structure. The organic structure exists heavily 
in non-official groups and is characterised by more coherence. This tends to carry out 
tasks in a complementary manner rather than being broken down into sub-tasks, carried 
out on individual basis. Relations between individuals dominated by participation nature 
and characterised as horizontal (vertical) which facilitates the process of communication 
between members (Fiske, 1991). On the other hand, the mechanism of the work group is 
a formal group based on a set of rules and procedures that is subject to the organisational 
hierarchy where commitment and loyalty to the organisation are essential. On the 
contrary, the organic group members are committed to the most skilled members and 
values that govern their mission (Aiken and Hage, 1971). 
4. The continuity of the group: The group is a dynamic object changing (slowly or 
quickly) over time in terms of type (in homogeneity, in its structure ...) or in terms of 
quantity (group size). There is a clear impact of the continuity of the group on the 
innovation ability. Certainly, working groups which continue for long periods, can infect 
boredom; consequently, the innovation ability will decrease (Nystrom, 1990). 
2.3.7 Innovation at organisation level: 
The innovation process in the organisation has considered a range of factors: 
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Leaders: The human element is the first factor that affects the organisation’s innovative 
capacity. The consideration and interest is not limited only to leaders but also influential 
individuals related to the innovative process (Ettlie, 1999). 
Organisational structure: The organisational structure has a direct impact on the ability 
to increase innovation in the organisation. The organisational structure embodies the 
division of labour within the organisation, in other words, it is the official distribution of 
the work roles and administrative mechanisms to control it, as well as the integration of 
work activities (Anderson and King, 1991). 
Organisational culture and climate: It has been noted in recent years that increased 
attention has been giving to the impact of the organisation culture and the prevailing 
climate in which it influences the innovation ability (Wang and Rode, 2010). 
Perimeter: There is no doubt that the internal influences are not enough, but for sure, the 
surrounding area with different aspects has an impact on the organisation's ability to 
innovate. Openness on the outer perimeter and the entering of the formal and informal 
networks gives the opportunity to learn about new ideas in the perimeter (environmental 
scanning). This is due to several reasons, such as the status of the organisation in the 
market and the speed of technological change (Damanpour and Schneider, 2006). 
Furthermore, there is another segmentation of innovation, based on the nature of the 
innovation degree itself (Ettlie, Bridges and O'keefe, 1984): 
1. Radical innovation: Radical innovation (penetration), usually means achieving great 
scientific and technical progress, and strategic leap that leads to a wide range of changes 
in products, technologies and processes. This type of innovation comes as applications of 
new things such as formula of products, processes, or a real innovative and unique 
technology that differs from all prior products or processes in the same field. 
2. Incremental innovation: Indicates small and limited amendments, improvements or 
adjustments on an existing product, service or process, as it is the case of the 
improvements to the features, size, way of use, range of use, or combined with another 
product features, etc. Therefore, the continuous improvement is an effective and powerful 
practise; in order to introduce small and continued additions. Sometimes tens or hundreds 
of these amendments and proposals are submitted by the quality assurance department 
and suggestions boxes in all areas of the business, particularly, in the field of quality 
(Norman and Verganti, 2014). 
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Finally, a primary divergence in the techniques of innovative performances that are 
organised and structured may be linked to an essential difference between Schumpeter 
Mark I and Schumpeter Mark II industries. Schumpeter Mark I is illustrated by "creative 
destruction" with technological simplicity of access and an essential function performed 
by entrepreneurs and new organisations in innovative actions. New entrepreneurs appear 
in an industry with novel schemes and innovations, initiate new firms which challenge 
existing organisations and constantly disturb the existing methods of production, 
organisation and distribution. Consequently, removing out the quasi-rents connected with 
former innovations. Schumpeter Mark II is as an alternative that is depicted as "creative 
accumulation", and proposed in capitalism, socialism and democracy with the occurrence 
of huge existing organisations and the existence of pertinent obstructions to access new 
innovators. With accumulated stock of knowledge, in particular, technological fields, 
their capabilities in research and development, production and distribution and the 
pertinent financial resources, great existing organisations generate related obstacles to 
access novel entrepreneurs and small organisations (Klepper, 1996). 
The previous types are not enough for the integrated facet of uniqueness on one hand, and 
the economic benefits on the other hand. Thus, many researchers go along with the 
definition of Tidd, Pavitt and Bessant (1997), who determined four directions for 
explaining the types of innovation: Content direction, subjectivity direction, process 
direction, and normative direction. For example, content direction innovation can be 
distinguished, based on whether it is useful to resolve an existing issue with a new 
method, and assist in solving a new problem with current tools; it is helpful in solving 
new problems with new tools, or solving existing problems with traditional tools, but in 
a more efficient and effective way. The diagnostic feature is the extant of uniqueness, 
which directs product or process innovations. 
2.3.8 Innovation obstacles 
The need for innovation within the organisation is the fundamental inquiry posed by 
economic and social changes in the organisation. Organisations that do not innovate 
"disappear" because creativity is a survival and growth tool, a very important tool in 
facing organisational problems, as well as enabling the organisation to face competition 
from other organisations. Given the importance of innovation, organisations began to take 
into account the process of developing policies for innovation, and the creation of a 
special units to manage innovation such as Research and Development departments, 
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while other organisations proceeded to adopt training programs to train employees 
towards innovative behaviour (Hicks, 1991). 
There are several things that could encourage or hinder innovation in different ways. 
Campbell (1985) has confined them in seven main obstacles: The fear of failure, 
adherence to familiar customs and traditions, insensitivity or mental apathy, commitment 
to specialisation, unwillingness to exert influence on others, deal with things seriously, 
and finally exaggeration to reward success. The intrinsic struggle in detecting the failure 
to innovate might be attributed to one or more of the following reasons: Low self-esteem 
and fear of failure as well as poor self-confidence; the threatening nature of failure that 
impedes risky undertakings; multiple and overlapping goals for the same scheme, which 
makes innovation entirely risky; and the strategies by which smart innovators are not even 
able to adapt possible failures into slight successes (Kanter, 1988). 
There are different perspectives shedding light on what prevents efforts towards 
innovation. Concluding them as follows, they ate confined into six major groups: 
Cognitive, emotional, cultural, environmental, intellectual, and expressive obstacles 
(Hicks, 1991). There are many obstacles inhibiting the generation of new and innovative 
ideas. They can be put into two categories, fear of thinking results and stereotypical 
thinking (Pames, 1981).  
In the same context, the constraints of individual innovation are summarised in six points: 
self-imposed barriers, belief in the existence of one answer or solution to the problem, 
familiarity and intimacy with the problem, accepting virtual or superficial solution of the 
problem, the rapid evaluation of the ideas or innovative solutions, and finally fear of 
others’ judgment (Rawlinson, 1981). Further, Miller (1989) discussed the topic deeply at 
the individual level, trying to merge the obstacles in seven groups —the emotional, 
cognitive profile, and social factor, commitment to a particular style or approach in 
solving problems, narrow or limited specialisation, pressures, and the absence of 
perceptual ability. While many researchers have proposed another set of obstacles, 
especially at the organisational level, which include individual, organisational structure, 
organisation size and resources, the organisation's strategy, organisational climate, and 
organisation environment (Anderson and King, 1993).  
Moreover, number of obstacles that are faced by the innovation’s efforts in the 
organisations have been identified, such as a lack of capacity to absorb and use ideas from 
outside the firm, customer responsiveness, qualified persons, and the financial costs 
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(Reichstein, Salter and Gann, 2011). Other factors preventing innovation include the 
fragmented nature of the industry, particularly between different key stages of the process 
and the oppositional environment within the industry which often leads to mistrust 
(Winch, 2003; Yigang and Patrick, 2014). 
Based on the above discussions and all the factors listed by various authors that prevent 
innovative ideas, the researcher summarises the factors that have negative effects on 
innovation or act as obstacles to innovation divided into individual, organisational and 
socio-cultural factors, however, every single group has subsets as follows:  
1-Individual or personal obstacles, the most important individual obstacles including: 
-Fear of failure. 
-Lack of self-confidence 
-Fear of taking the responsibility. 
-Lack of experience. 
-Lack of knowledge. 
-The individual's belief that he/she is not an innovative person. 
-The individual feeling that the work performed is not valuable. 
-Fear of the new. 
-Neglect of the problems that lie outside the area of specialisation. 
2- Obstacles by the manger (leader), the following are improper practises by managers 
that may hinder the innovativeness: 
-Criticism of each others’ departments and individuals. 
-Lack of safety and job satisfaction. 
-Considering the knowledge and identifying problems as a sign of failure. 
-Control everything vigilantly. 
3- Organisational obstacles, including: 
-The rule of traditional management style. 
-Literal compliance with laws, regulations and procedures. 
-Lack of an eligible administrative leadership. 
-Poor communication system. 
Due to the nature of this research, which is investigating the impact of transformational 
leadership on reinforcing innovation, the last group contains the most important factors 
that prevent initiatives that bring about innovation, in particular, the factors related to the 
role of leadership in this matter.  
2.3.9 The features of innovation 
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Innovation as a process needs some factors or elements to bring it to life. Generally, 
effective innovation needs three fundamental elements: a demand, know-how or 
knowledge, and positive economics. Innovation is taking place rapidly, that is the change 
in one or more of the three aforementioned elements: either there are new needs, know 
more, or the economics are better (Kalmanek, 2012). Every organisation seeks, through 
the administrative leadership and staff, to become an innovative organisation. This is 
especially true about those who understand the importance of the role played by 
innovation in terms of the progress and success of the organisation. It is worth mentioning 
that there are some characteristics, conditions or reasons that can bring about the 
innovative feature in the organisation. 
These characteristics, as defined by (Rogers and Shoemaker, 1971), are: 
- Relative advantages: It means the degree in which innovation performed by an 
individual who expected to adopt it better than old thing, is that, innovation will be 
replaced instead. The relative degree of advantages could be measured in economic terms, 
but the factors associated with social prestige will not be able to be measured in the same 
way. However, the ease of application and the degree of satisfaction are important 
components as well. Regardless of the tremendous benefits that the innovation provids, 
the most important factor regarding whether the degree of spread of innovation is a benefit 
or not; whenever the relative degree is high, from the perspective of the individual who 
will use the innovation, this increases the degree or the speed of its spreading. 
- Compatibility: Indicates the degree of innovation consistency with the values, past 
experiences, needs of the individual, or the public who is applying the innovation. The 
idea that does not comply with the values and prevailing norms will not be adopted as 
quickly as in the case of innovation that is consistent with those values and norms. The 
adoption of an innovation that is inconsistent with the values and behaviours prevailing 
always requires a prior adoption of a new values system. 
- Complexity: Reflects the degree of difficulty, the understanding, and the use of 
innovation with the values and experiences by the targeted audience. That is, some 
innovations are easy to understand by most of the social system members while some are 
more complex; therefore, they can be adopted at a lower speed. Generally, the simplest 
new ideas will be adopted more quickly compared to innovations that demand a person 
who has the ability to adopt and develop new skills and understandings. 
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- Trial-ability: It is the over possibility of testing an innovation on a limited level. New 
ideas that could be tested on the reality ground will be, generally, adopted faster than 
innovations that cannot be tested, this leads to the reduction of skepticism or uncertainty 
status, which is also the learning-by-doing. 
- Observability: The degree of clarity of the innovation results for others, the more it is 
easy for individuals to observe the results of innovation the more likely to be adopted. 
This highlights the importance of discussing new ideas (with co-workers, and friends) 
who may ask for detailed information about the innovation. 
As Jain (2010) pointed out, some internal organisational characteristics that are 
considered possible reasons for bringing about innovation are for example, size of the 
organisation, organisational structure (e.g... Centralisation, follow the official formulas, 
the degree of complexity and organisational culture), the availability of resources, the age 
of the organisation and the degree of knowledge of the organisation, and familiarity with 
innovation. The researchers in this field conducted many studies and researches, which 
focused on the reasons, factors and characteristics that could affect innovation negatively 
or positively.  
2.3.10 The tools of innovation 
Bringing about innovation needs various tools, or best to say, reasons that help and 
encourage innovative ideas. There are many tools and conditions that could be mentioned, 
while, Ely (1990) summarised them as following: 
1- Dissatisfaction with the Status Quo: Members of the audience, and beneficiaries are 
dissatisfied with the current situation. A common agreement that things could be 
improved; some things look wrong; somethings requires change within the organisation; 
competitors move forward, as we are stuck in the same situation and position. 
Additionally, realization of difficulties comes about and so also the awareness that they 
do not yet have a solution. This dissatisfaction can come from employees, administration, 
and public leaders.  
2- Knowledge and skills: People must have technical abilities to bring about the change. 
People need training and support to apply the change with loyalty. The essential truth is 
that knowledge and skills must be offered in order to create the change—the required 
knowledge and skills that are essential for innovation or change for end-user. This is the 
main factor that characterises successful changes; it has been associated with the sources, 
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the system of remuneration, incentives, leadership, and commitment (Surry and 
Ensminger, 2002). 
3- Resources availability: This factor refers to the essential requirements that affect the 
implementation process. Those who are predictable to change, require access to 
resources. This includes hardware, software, technical resources, and other training and 
learning materials. This factor depends on funding the needed resources for 
implementation. In addition, it includes technical support, access to computers, computer 
labs, and cameras, etc., this factor associates with the commitment, leadership, and system 
of incentives and reward (Gumusluoğlu and Ilsev, 2009b). 
4- Time: Time is essential since the implementation process needs time to acquire 
knowledge, skills, planning to use, and the integration of the change in the daily behaviour 
of the individual as well as the organisation. This factor includes time paid and the price 
to stimulate individuals to implement the change, it also includes the contribution of an 
individual's satisfaction with its time profile in the implementation process, this factor 
associates with participation, commitment, leadership, and system of incentives and 
reward (Brown, 2014). 
5- Rewards and incentives: There are partial differences between the terms rewards and 
incentives. Incentive is the expected reward which encourages the individual to move 
towards supporting the desired change, while reward is what is gained by an individual 
as a result of achievement linked with the implementation of change; this in turn, leads to 
the complexity of the distinction between external reward and internal reward. The first 
one could be observed, but the second is internal to the individual. It is worth mentioning 
that it is problematic to measure the satisfaction experienced by innovation users. 
6- Participation: Participation means an opportunity to be involved in the decision-
making process and communication between all individuals involved in the process. In 
cases when the participation cannot directly facilitate the individuals' ideas this will be 
represented in the implementation process. The participation indicates an important factor 
in the successful implementation, this factor associates with commitment, knowledge, 
skills, and reward and incentives system. 
7- Commitment: The availability of commitment requires a clear and strong evidence of 
blessing the implementation of the innovation or change and ongoing support to guide 
the implementation process. This commitment is expressed by the leader or director. This 
factor is, usually, measured by the perpetrators of change or innovation rather than 
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through a specific policy. This factor associates with the time, resources, and rewards and 
incentives system. 
8- Leadership: Leaders within organisations (for example, the director of a department 
and the project manager) who are associated with the daily implementation of innovation. 
Availability of committed leadership with a clear vision and specific objectives is an 
important factor in the success of the implementation process. This factor associates with 
participation, commitment, time, resources and incentives and reward system (Khalid and 
Khalid, 2009). Table 2-3 demonstrates the tools needed for the innovation process.  
Table 2-3 The Eight Conditions for innovation by Importance 
K-12 Higher Education Business-Industry 
  Dissatisfaction   Dissatisfaction   Dissatisfaction 
  Resources   Participation   Commitment 
  Time   Commitment   Participation 
  Commitment   Resources   Leadership 
  Participation   Time   Resources 
  Skills & Knowledge     Leadership   Time 
  Leadership   Skills & Knowledge     Skills & Knowledge   
  Reward   Reward   Reward 
2.3.11 Innovation in business context (Services industry) 
Organisations have, almost, the same setting of process for product and service 
innovation. However, it may differ in terms of tasks and phases. The starting point and 
initialisation phase, in terms of services innovation process, is the need for mutual 
interaction between the customer and the service provider (Tidd and Hull, 2003). The 
theories of product innovations cannot be adjusted to services in a way that applying for 
services innovation cannot be applied or acclimated on the product innovation theories. 
Therefore, the developments that might take place in the services sector are considered 
as quite modest when compared with product developments (Cardellino and Finch, 2006).  
In service innovation, there is great stress on the role of the customer at every single stage 
of the innovation process. This makes the prime distinction between the two types of 
processes. Moreover, the distinctive features of the services, i.e. immateriality, 
simultaneity and heterogeneity, are ascribed to the lack of interest about service 
innovations (Voss, 1992). Narrowly, linked to the disorganised tactic is the reality that 
service’s firms typically do not follow “classical” R&D. For this reason, in the service 
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industry there are a larger number of units and project groups involved in the innovation 
process than in the manufacturing sector. Innovation is not the consequence of a scientific 
research process; therefore, it has to be carried out differently (Cohen and Klepper, 1996). 
Intangible factors can result in another type, (which is non-technological), of innovation 
activities. The main purpose of the innovation process is not to produce or obtain technical 
knowledge (know-how). Technologies and all other related processes (e.g. patent 
application) are not considered as central and pivotal in the services innovation process. 
In particular, the patent protection and theoretical concept of patent struggle in the service 
sector is only of slight significance (Hipp and Grupp, 2005). The consumer needs and 
requirements are expressed and explained by the concept "service". In addition, this 
concept indicates the ways of which the supplier meets the needs and requirements of the 
consumer. Moreover, another essential matter is that there should be a kind of agreement 
among the consumer and the supplier, since this agreement shapes consumer needs and 
desires, and this in turn makes the tasks that will be conducted by the supplier well known 
(Sasser and Arbeit, 1976; Gallouj and Weinstein, 1997).  
Consumer requirements and desires can be categorised into primary and secondary 
requirements. The primary requirements play regularly as a trigger, and several reasons 
can be indicated towards explaining why the consumer needs the service. The secondary 
requirements assist and support the primary ones. Mostly, primary requirements generate 
the need for secondary requirements. The supplier of a service makes substantial services 
linked to the primary requirements and supportive services linked to the secondary 
requirements. Working to just produce the substantial services is not crucial to success, 
since an extensive series of services is needed (Edvardsson and Olsson, 1996). 
2.3.12 The linkage between leadership and innovation 
The need for innovation in organisations has caused a new emphasis on the impact of 
leaders in formulating the nature and success of innovative endeavours. Leadership marks 
a variance in innovative activities. What is of significance here, however, is not that a 
‘‘given’’ leader’s behaviour really applies notable influences on creativity and innovation 
(Mumford, 2000). It is without question that leadership plays a vital role in fostering 
innovation processes and activities in organisations. Administrative leadership on the 
organisational level without any doubts act as a pivotal and crucial role in fostering the 
processes and activities of innovation. There are some actions related to innovation 
appearing among the individuals within the organisation, who are not in leading positions, 
those actions are called bottom-up activity (Kalmanek, 2012).  
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In general, innovation is considered as strategic reaction and response of the organisation 
in order to sustain its share, and even increase it if possible, as well as to compete 
effectively in the marketplace. The commitment for the main and strategic resources, 
which are controlled by the top leaders within the organisation, is a key factor and an 
essential requirement for successful innovation. Leaders influence innovation by their 
practise of “innovation enablers” such as leadership schemes, organisation structure, 
capabilities, and systems. As motivators or architects, they use these innovation enablers 
to establish a proper organisational environment or context (Oke, Munshi and 
Walumbwa, 2009). Figure (2-2) below explains the influence of leaders on innovation: 
 
 
 
 
 
 
 
 
 
 
 
   
Figure 2-3 leadership’s impacts on innovation 
The distinctive sub-activities that produce the innovation and the entire practise need 
various organisational environments or circumstances, and consequently, other 
leadership styles. In the creative stage, for instance, the organisation needs to accept 
innovative contribution from various bases. It should allow vagueness and enable 
informal communication. In terms of commercialisation stage, it needs to be appropriate 
and well-organised, the organisation should facilitate collaboration and harmonisation 
through organisational departments such as research & development, manufacturing, 
financing, and marketing (Iansiti, 1995).  The innovative behaviour of the employees is 
handled as one-directional structure that contains mutual idea initiation and function 
behaviour. This indicates that variances in applicable leader behaviours among the two 
stages continue unseen. When leaders assume their subordinates to be innovative, 
Leader as motivator Leader as architect 
Organisational context 
Exploration Exploitation 
Innovation sub-activities 
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subordinates are inclined to see their leader as supporting and easing their innovative 
attempts, and thus, exhibit more innovative effort (Scott and Bruce, 1994). 
Innovation at the organisation level has mutual elements in innovative organisations 
(Tidd, Pavitt and Bessant, 1997). These elements include strategic approaches, linkages 
and high involvement of staff. Distinctive features of each component are summarised in 
Table (2-4). 
  Table 2-4 Components of the innovative organisation 
Component key features 
Vision, Leadership and the willingness to innovate 
Clearly articulated sense of purpose 
Stretching strategic intent ‘Top management commitment’ 
Appropriate organisational structure design which enables high levels of creativity 
Key individuals such as promoter, champions and gatekeepers 
Rules that energise or facilitate innovation 
Effective team working and appropriate use of teams to solve problems. This 
requires investment 
Team selection and building 
Continuing and stretching 
(Tidd, Pavitt and Bessant, 1997). 
2.3.13 Innovation among Leadership styles 
Organisations are, progressively, trying to find methods to improve their capability to 
innovate efficiently. Leaders, however, are challenged with some difficult circumstances. 
They may be required to provide assistance to the team members in order to improve their 
individual abilities. In addition, leaders are responsible for attaining outcomes within time 
and resources restrictions (Leonard‐Barton, 1992). Moreover, Schriesheim, Castro and 
Cogliser (1999) argued that the quality aspects address the attitudes occuring in the 
exchange relationship (the degree of loyalty, support, and trust between dyad members) 
while the coupling dimension is more, behaviourally, oriented by addressing influence, 
delegation, latitude, and innovativeness. Further, Stoker et al. (2001) suggested that it is 
probable that a mixture of consultative leadership and charisma might be crucial for the 
effective functioning of R&D teams, where one is able to arouse innovativeness, and the 
other is able to establish obvious goals and the routes. 
2.4 SECTION THREE: Multilevel Variables 
2.4.1 The concept of job satisfaction 
Job satisfaction is one of the most widely studied topics in terms of 
industrial/organisational psychology (Saari and Judge, 2004).  Many efforts of motivation 
theories have denoted the tacit impact of job satisfaction. Furthermore, it is the most 
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widely examined job attitude. It has been noted that job satisfaction is a very important 
matter due to its linkage to many positive things such as productivity, motivation, absence 
lateness, accidents, rational /physical health and even overall life satisfaction (Landy, 
1978).  Individuals categorise themselves due to their career, for example teacher, 
accountant, doctor, engineering, etc. But job satisfaction is an essential aspect for 
examining and exploring the human well-being in the work environment. (Diener, 2000).  
Job satisfaction is defined in numerous ways. Some suppose it is, substantially, how the 
content of an individual is with his/her career or, in other words, whether or not they like 
the career or human facets or aspects of their jobs, such as the character of the job or 
administration (Spector, 1997). From other perspectives, some indicated that, it is not that 
easy as this meaning proposes, instead it is the multidirectional psychological reactions 
to one's job are comprised (Judge, Heller and Mount., 2002). Nevertheless, other groups 
believed that job satisfaction evaluates variation about the extent to which they assess 
senses about the job (Affective job satisfaction) (Thompson and Phua, 2012). The most 
broadly recognised description of job satisfaction was presented by Locke (1976), who 
indicated that job satisfaction is “a pleasurable or positive emotional state resulting from 
the appraisal of one’s job or job experiences” (pp. 1304). The employee's feelings and 
beliefs related to the work they do, is the base of categorising job satisfaction into two 
types: First, the comprehensive job satisfaction, which reflects the holistic feelings about 
their jobs; Second, the partial or embed satisfaction (goes into smaller details), and this 
reflects the feelings related to wages, advantages, nature, and the quality of the 
relationships with the colleagues. (Mueller and Kim, 2008). 
2.4.2 The Consequences of job satisfaction 
There are a lot of factors that lead to job satisfaction. Some of these factors vary 
depending on the nature of the organisation’s operation, or the nature of the individual 
himelf/herself. What may be satisfactory for a particular person, may not be a measure of 
satisfaction of another person. But, generally, the following factors help to create job 
satisfaction among workers (Syptak, Marsland and Ulmer, 1999): 
1- Organisation’s administration policy of the work and provision of appropriate 
conditions. 
2- The quality of supervision and relations with immediate superiors. 
3- The relationship among employees. 
4- Salary or wage. 
5- Promotion and advancement in employment. 
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6- The advantages of working at the facility. 
7- Security, safety and stability in the work. 
8- The responsibilities of work and the degree of performance. 
9- Functional status and recognition and appreciation. 
10- Hours of work and group work. 
11- The physical working conditions. 
 
 
Figure 2-3 Job Satisfaction Model (Field, 2008) 
Job satisfaction is a very important element that makes the organisation perform better 
and achieve the proposed goals. In order to manage the organisations effectively, 
successfully and smoothly, human resource is the most valued and crucial element that 
organisations require. Well-skilled and qualified employees are essential to attaining 
organisation's aims and goals (Trice and Beyer, 1993). There are many essential elements 
and requirements needed to be prepared in order to achieve the desired success like 
continuous serious working, loyalty and fidelity both by the followers and leaders. During 
the previous few decades and due to globalisation, all kinds of businesses are considered 
as having high competitive advantages, especially in terms of holding and acquiring 
distinguished human resources with special skills and capabilities. Diversity of people 
within the organisation according to physical, psychological, cultural and ethnic 
differences is an issue that is hard to control. Operating and getting the work done by 
those kinds of people with the differences mentioned above requires specific features that 
should be found in the leader (Cummings and Worley, 2014). Leadership is a factor that 
causes individuals to work collectively. Organisations, nowadays, are more worried and 
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more aware about developing and improving their leaders. Job satisfaction assists in 
establishing positive behaviours within employees, increases their ethics, enhances their 
performance and generates enjoyable association with their colleagues. Employees who 
are satisfied with their carriers tend to be more innovative and productive, which in turn, 
helps firms to grow, progress and carry out positive adjustments that fit the market’s 
circumstances, and consequently, build the organisation's capabilities to compete at all 
stages (Lu, While and Barriball, 2005). 
2.4.3 Knowledge sharing concept 
The concept "knowledge" indicates the truths, information, and skills that are obtained 
through experience, education and the theoretical or practical understanding of a specific 
subject. In other words, accumulated cognitive balance results through the proceeds of 
scientific research, the philosophical thinking, field studies, development and innovation 
projects, and other forms of intellectual production of human through time are all 
represented in the cognitive or the amount of usable information in any of the areas (Von 
Krogh, Nonaka and Rechsteiner, 2012). There are various backgrounds for differentiating 
between several types of existing knowledge. The first one suggested a structure or 
framework in order to categoris the aspects of knowledge, distinguishes between implicit 
and explicit knowledge. Implicit knowledge represents internalised knowledge that an 
individual may not be intentionally conscious about e.g. how he/she carries out specific 
tasks. On the contrary, explicit knowledge represents type of knowledge that contains 
truths and rules. Individuals who are aware and conscious about explicit knowledge, and 
thus, it could be articulated and expressed to others (Brinck, 1999; Wright, 2005). 
Businesses have to adapt more quickly than ever before in order to survive and compete 
in this nature of complex and changeable environment. The ability to adapt requires 
superior absorptive capacity to convert the best practises into knowledge. Basically, 
absorptive capacity needs essential responsibilities, competences, skills and shared 
language, technological advances as well as taking off scientific borders. Because 
knowledge slack is closely related to new knowledge that facilitates absorptive capacity, 
this capacity needs more, not less, knowledge slack. Consequently, there is a direct 
connection between implicit knowledge and absorptive capacity. Absorptive capacity is 
vital and covers the capacities to obtain, integrate, convert and apply. The tacit knowledge 
required for establishing other capacities and eventually fostering change in the 
organisation (Zahra and George, 2002; McDermott and O'dell, 2001)  
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Equally important is that managing this knowledge is crucial, and it is much better to be 
adapted and makes it works very closely in the same level with innovation management. 
Besides, there is a need to focus more on the three levels of the implicit knowledge 
namely: evolution, vitalisation and transferring of implicit knowledge. Innovation 
activities and processes require more adequate implicit knowledge to be involved at the 
various stages of these activities and processes, in an effective manner (García‐Morales, 
Lloréns‐Montes and Verdú‐Jover, 2008). 
Consequently, organisations stress the need for spreading skills, experiences and 
information among employees related to the required performance. This dissemination of 
knowledge helps in getting the work done in a much better way since every employee has 
an equal opportunity to learn these kinds of knowledge regarding his/her duty within the 
department. Thus, knowledge sharing is considered as an important process that also 
reflects the team spirit among employees as well as the ability to gain and collect 
information and the ability to deliver information to other colleagues. Moreover, it may 
link to high performance and innovation (Lin, 2007). 
2.5 Summary 
This chapter provides a full picture regarding the study’s variables namely: 
transformational leadership, innovation, job satisfaction, and knowledge sharing. The 
leadership topic had been studied for decades leading to various styles of leadership such 
as autocratic, democratic, path-goal theory, transactional leadership, and transformational 
leadership. Burns (1978) was the first to introduce this concept initially in the public 
sector, and it was known as charismatic leadership; however, Bass (1985) developed this 
style to become transformational leadership. This style of leadership has four dimensions 
(behaviours) called 4 Is: idealised influence, inspirational motivation, intellectual 
stimulation, and individualised consideration. Transformational leadership is a process of 
inducing, in such way that their fellows’ awareness of leaders turns into most important, 
and pull them in order to realise themselves as well as the opportunities and encounters 
of the environment in a novel manner. 
This chapter deliberates the term innovation. This section designated definitions, types, 
and obstacles. In addition, it clarifies the importance of innovation in different aspects, in 
particular in the business field. The chapter also discusses the concept of job satisfaction, 
and this includes the definitions, the importance, and the way in which it is perceived by 
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the employees. The chapter concludes the consequences of this term in the work 
environment.    
Ultimately, on the one hand, knowledge is known as one of the vital economic assets and 
is perceived as an intangible resource. A debate has taken place regarding tacit knowledge 
(know-how) and explicit knowledge (know-what). On the other hand, knowledge sharing 
becomes vital since it can enlarge the abilities of an organisation’s member to perform 
the jobs, and its self-knowledge. According to most scholars and theorists, knowledge 
sharing is a procedure of social contact that contains the knowledge exchange, skills, and 
practises between the members in an organisation. Accordingly, knowledge donating and 
collecting were observed to be imperative components for any kind of business, 
particularly, telecommunication industry since they can enhance both the products and 
services. 
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3 CHAPTER THREE: LITERATURE REVIEW 
3.1 Introduction 
This chapter sheds light on the prior researches and studies related to transformational 
leadership and innovation. It specifically focuses on the literature in terms of multilevel 
analysis that touched the field. The administrative literature abounding many studies that 
are relevant to the study’s parts, and the researcher in this chapter attempts to present 
previous studies that are available. The chapter focuses on the two types of studies: 
Eastern and Western studies. Deeply reviewing the two types in order to articulate a clear 
notion about the topic in general, and specifically, the variables that will be investigated 
in this study in details. Moreover, the divisions of the literature will also depend on the 
resources of the prior work in the same field such as: Journals, Books, Conference papers, 
Unpublished papers (dissertation and thesis), and websites. This includes the most used 
instruments in such field of study. Figure 2-1 shows the process that would be suitable in 
reviewing the prior literature related to the topic undertaken, taking into account the 
following points: 
• The leadership styles and innovation (from two perspectives Eastern and Western 
researchers) giving a general idea about the topic. 
• Transformational leadership (the concept, the theory and excerpts from the literature 
on this topic). 
• Transformational leadership and innovation, this will be deeply searched in order to 
mention the variables that have been studied up to date.  
• Transformational leadership in reinforcing innovation regarding knowledge sharing 
(a brief conclusion regarding the researches that have taken place in terms of all their 
variables). 
• Transformational leadership and job satisfaction. Gives summarised insights about 
what has been done in this area. 
• The role of transformational leadership on innovation through job satisfaction and 
knowledge sharing. 
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Figure 3-1 Action plan (framework) to review the relevant literature 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Identifying the Relevant 
Literature 
 
Focuses on key concepts: 
Transformational leadership, 
Innovation, Job satisfaction, and 
Knowledge sharing 
 
Depending on  
 
Covers relevant 
literature 
Unconfined in: 
1-One Methodology 
2- One set of journals 
3- One geographic region 
 
 
Determine the source 
material: 
Step1: The major contributions  
Step2: keywords  
Step3: backward by reviewing 
the citations                                        
Step4: forward to identify 
articles citing the key articles 
identified in the previous steps 
 
Structuring and summarising the 
Review: 
1- Grouping and presenting 
the key concepts 
2- Compile a concept matrix 
3- Synthesize the literature 
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3.2 The importance of effective leadership 
The substance of leadership in organisations is affecting and encouraging individual and 
aggregate endeavors to achieve shared goals. leaders can enhance the execution of a group 
or organisation by affecting the procedures that decide execution. Particular segment 
practices incorporate arranging and sorting out work-unit exercises, clearing up parts and 
destinations, checking work-unit operations, and settling business related issues. There 
are numerous ways leaders can support, sustain, and encourage inventive thoughts and 
innoavtion in a group or organisation (Yukl, 2012). Consequently, the crucial questions 
that may come directly and serially to our minds are: What the effective leaders do? An 
example of the popular answers that, leaders put plan, encourage, set a mission; and 
construct a culture. Meanwhile, another question maybe: what leaders should or should 
not do? Diverse number of answers arise based on the way people approaching leadership 
concept. Then, more likely the answers are: the priority of leader is to obtain results. Yet, 
how? The secret of what leaders may and should do toward superior performance through 
their followers is an expired inquiry. It is rather a matter of reflecting leadership as a 
rational process of adapting different situations in different ways (Goleman, 2000). 
Leadership is the skill of inviting and motivating gifted employees, to effectively make 
use of their efforts in their field of work for attaining goals (Ulrich, Zanger and 
Smallwood, 1999). Organisations that have this kind of leadership will acquire the desired 
employees. Those employees will accomplish the sort of work that is needed. Conversely, 
the organisations without appropriate leadership will struggle to a great extent. 
Leadership represents a pivotal mission, obligations, functions and responsibilities. These 
have been formed in several diverse systems such as task orientation and socio-national 
orientation (Gladstein, 1984). In other considerations, influence and intellectual 
stimulation (Avolio and Bass, 1995); setting direction, building commitment, and facing 
adoptive challenges (Drath, 2001). However, there are no identical or perfect leadership 
that is suitable for each circumstance, setting, industry, and context, particularly, with the 
insurgency of globalisation and human rights. In that, for instance totalitarian 
administration was impeccable in the past especially in military setting, though, these 
days, no longer any pioneer intrigued by utilizing such style despite the fact that, 
regardless it exists in uncommon setting and circumstances (Yammarino, et al., 2005; 
Yukl, 2013). Clearly, leading is about adaptability in moving toward the every day 
exercises and endeavors to smoothing those exercises in the light of the encompassed 
conditions and inside accessible assets (Yukl and Mahsud, 2010).  
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Nevertheless, Nusair, Ababneh and Kyung Bae (2012) demonstrated that 
transformational leadership contributes with less than fifty percent of followers' 
innovative behaviour in the Jordanian public sector. Also, the results exhibited that 
workplace as a variable holds a substantial effect on the stances of the participants to the 
transformational leadership behaviour of their supervisors and their innovative behaviour. 
Furthermore, Al-Dmour and Al-Awamleh (2002) found a positive impact of 
transformational leaders of sales managers on sales people's self-perceived satisfaction 
and performance in all manufacturing Jordanian Public Shareholding companies.  
Recently, it has been claimed that, conventional styles of leadership, regarding innovation 
activities, emphasise the responsibility of leaders who lead and assess organisation-
internal individuals, excellent innovation schemes within the organisation and play vital 
role among several departments such as manufacturing, R&D or marketing. Whereas, 
members’ activities, the social habits that reinforce innovation effort, and novel methods 
establishing shared creativity need to be considered in different way through top 
management. This enables leaders to open and disseminate innovation practises 
(Jarvenpaa and Majchrzak, 2010; Faraj, Jarvenpaa and Majchrzak, 2011; Haefliger and 
Poetz, 2016). In general, leadership style reflects an essential predictor of innovation 
whether on individual, team, and organisational-level (Rosing, Frese and Bausch, 2011; 
Zacher and Rosing, 2015). However, there were ambiguity and inconsistency among the 
results regarding leadership and its effect on innovation (Hammond et al., 2011). 
Moreover, three concepts have been recently linked together in the light of digit world, 
these concepts are leadership, innovation, and technology. In that, rapid change 
environment requires organisations to have kind of leaders with maximum information 
about latest technological developments. In turn, such leaders may have the ability to 
bring about innovation (Johnston and Marshall, 2016).  Clearly, innovations have been 
linked, in a way or another, to the leaders. This gives them more responsibilities in 
tracking innovativeness then, leaders try to consider various sources for such innovations, 
these sources could take the form of contests, open innovation, and other methods. 
Consequently, leaders should consider not just internal sources, it is rather searching 
outside the organisation’s domain and get involve within the societies (Kornberger, 
2017). 
The most regularly utilised measure of leader’s effectiveness is the degree to which the 
leader’s group or organisation plays out its errand effectively and accomplishes its 
objectives. In some situations, target measures of execution or objective accomplishment 
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are accessible, for example, benefit development, net revenue, deals increment, market 
share, sales in respect to focused deals, rate of profitability, efficiency, cost per unit of 
yield, and so on. In different cases, subjective evaluations of leader effectiveness are 
gotten from the leader’s superiors, organisations, or followers (Erkutlu, 2008). The 
efficiency and survival of organisations is subject to the determination and improvement 
of future leaders. Clearly organisations of all sizes confront real difficulties in getting 
ready leaders that can deal with major hierarchical difficulties.  
To be effective, organisation should be keen to put resources into building administration 
abilities at all levels of the organisation (Amagoh, 2009). In the same vein, it has been 
indicated that, perceived leader behavior was strongly related to group performance and 
follower satisfaction within Iranian context (Ayman and Chemers, 1983). In the same 
line, Yukl (2013) mentioned that generally, leaders have an effective and strong source 
of stimulating employees’ behaviours. In his claims about leadership patterns and their 
effects, Yukl (2013) noticed that a specific style of leadership (participative leadership) 
can contain several types of assisting and motivating employees and make them more 
effective by including consultation, joint decision making, and delegation. 
One of the most popular concept is leadership, whether politically, socially, or/and 
economically. It has dominated numerous arenas of social intention varying from middle 
administrative function in large organisations to self-guidance in day-to-day activities. 
Nowadays, few addresses the expanding of “Leaderism” philosophy. Therefore, more 
postulations have unlocked new insights through underlining the way leadership is 
assembled, besides, the uncertainties and mysteries linked to this way (O'reilly and Reed, 
2010). Whereas, some claimed that leaders are practising authority, directing and 
affecting in numerous styles such as, building policies and visions, building constructs 
and cultures, concentrating and controlling effort, offering incentives and using 
punishments, and through employing and dismissing. Also, leaders are able to practise 
power through ‘managing meaning’, and identifying situations using number of tactics 
that match their targets. Consequently, it seems that the concept of leadership more 
closely to a process that involving different practises, systems, and methods that may 
apply for different situations. This reflects the fact that leadership widely used but, poorly 
understood (Smircich and Morgan, 1982; Hosking, 1988; Calás and Smircich, 1991; 
Northouse, 2014). The early work of French and Raven (1959) offers an obvious evidence 
of such claims. They distinguished number of power’s bases that might be classified into 
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two groups: On the one hand, organisational power such as, legitimate and incentives, On 
the other hand, interpersonal power such as, skilful leaders. 
In general, both the interpersonal and organisational power bases are more likely to 
display strong relation with followers’ organisational commitment (Buchanan, 1974; 
Pierro et al., 2013) job satisfaction (Janssen and Van Yperen, 2004), and job performance 
(Mumford et al., 2000). While, one base of organisational power, that is coercive, found 
to hold negative impact on work performance (Lok and Crawford, 2004). Yet, many bases 
of power should be thought of as collectively and not totally isolated from each other. In 
which, some situations require leaders employ kind of combination between both bases 
of power simultaneously, relying on the situation (Northouse, 2012). 
From another perspective, an essential, old and regenerated inquiry occurs in that, dose 
the leader born or made? What makes a person becomes a leader? In other words, under 
which circumstances and conditions, and the chance for every individual to be a leader, 
ranging from CEO’s, clergy, politician, to supervisors in any industry require to 
unexpectedly classify themselves as leaders, enthusiastic to be in leadership position. Is 
it born as a leader or being made due to the circumstances and conditions (Kirkpatick and 
Locke, 1991; Avolio, 2005, 2007). This seems to be the main and inherent motivation 
behind propounding various number of leadership theories ranging from Great Man 
Theory to Trait Theory to Behavioural Theory to Contingency Theory and many types of 
such theories that also resulted sub-theories that reflecting the attempts to explain the 
original nature of being a leader, the features that make a person to be a leader, and the 
circumstances, conditions and situations that may play a role in making a leader 
(Northouse, 2012). Therefore, this asserts the debate that may answer the inquiry about 
what effective leaders should and should not do to get the desired results? In fact, there is 
no single style that fits every situation, setting, industry, and context, specifically, with 
the revolution of globalisation and human rights. In that, for example autocratic 
leadership was perfect in the past particularly in military context, whereas, nowadays, no 
longer any leader interested in using such style although, it still exists in rare context and 
situations (Yammarino, et al., 2005; Yukl, 2013).  
Western literature has deliberated this topic deeply and widely, from the time the concept 
of transformational leadership was presented by James MacGregor Burns in 1978, in his 
book "Leadership". Burns presented two patterns of leadership: transactional leadership, 
in which leaders concentrate on exchange relationship between the leader and their 
follower, and transformational leadership, in which leaders concentrate on the beliefs, 
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needs, and values of their followers. He indicated that "Transformational leadership 
occurs when one or more persons engage with others in such a way that leaders and 
followers raise one another to higher levels of motivation and morality" (Burns, 1978, 
pp.112). His point of view affected other authors, who were interested in this topic and 
encouraged them to further study transformational leadership from different perspectives, 
such as Scoot, Bruce, Bass, Avolio, Mumford, and Judge.  
The complete assessment for leadership behaviours is found in the Multifactor Leadership 
Questionnaire (MLQ), which was developed by Avolio and Bass (1991) who suggested 
that leaders’ behaviours are multiple and varied within the same person. In other words, 
in certain situations the same leader may display some attitudes and behaviours connected 
to a certain style of leadership such as transactional leadership. In other different 
situations, the same leader may display attitudes and behaviours related or linked to 
transformational leadership. Those leaders who are more appropriate to their subordinates 
and more effective as leaders are more transformational and less transactional. Members 
of transformational groups are concerned about each other, intellectually stimulate each 
other, inspire each other, and identify with the group's aims. Transformational groups are 
high-carrying out organisational strategies and operations. This in turn, can foster 
employee empowerment, creativity, flexibility, and spirit of collective work.  
Similarly, Rafferty and Griffin (2004) proposed a model of five sub dimensions of 
transformational leadership namely: vision, inspirational communication, intellectual 
stimulation, supportive leadership, and personal recognition. The model employed in this 
study was formed in order to see the differences among the five factors of leadership, 
vision, inspirational communication, intellectual stimulation, supportive leadership, and 
personal recognition. The findings of the study support this model. In addition, the 
outcomes of the study suggested assessing those individual leadership sub-dimensions in 
contrast to a higher-order transformational leadership factor. 
The common responsibility between the leaders and the followers helps transformational 
leaders to consider their followers individually. Leaders in collectivist cultures have an 
ethical responsibility that allow them to take care of their subordinates, assist them to set 
up a job enhancement proposal, join their private occasions, participate in their sorrows 
and joys, and guide subordinates in private issues. In turn, followers have a moral 
obligation to automatically respond with loyalty and respect. Actually, transformational 
leadership may be a style that is more widespread in collectivist cultures compared with 
the individualistic cultures (Jung, Bass and Sosik, 1995). 
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The successful leaders in any organisation or department, mainly, use the appropriate 
leadership style that influences employees, which in turn, helps to create a suitable 
environment for creativity and increases the efficiency and productivity of workers 
(Alshaqha, 2003). The administrative leadership is the key access to the creativity in 
organisations and reflects main tool to reach a high quality of competitive advantages. 
Moreover, there is a connection and effective relationship between leadership and 
innovation. (Juma and Nori, 2011). Leaders affect members’ innovative behaviour by 
considering activities that are aiming to rouse idea creation and application, instead of 
their conventional daily actions (De Jong and Den Hartog, 2007). In the same context, 
Basadur (2004, pp. 103) revealed that"In future business the most effective leaders will 
help individuals to coordinate and integrate their differing styles through a process of 
applying creativity that includes continuously discovering and defining new problems, 
solving those problems and implementing the new solutions". Besides, he distinguished 
between problem discovering, problem formulation, problem solving, and solution 
application. In the same line, Yukl (2013) mentioned that generally, leaders have an 
effective and strong source of stimulating employees’ behaviours. In his claims about 
leadership patterns and their effects, Yukl (2013) noticed that a specific style of leadership 
(participative leadership) can contain several types of assisting and motivating employees 
and make them more effective by including consultation, joint decision making, and 
delegation. 
Leaders can also encourage subordinates to innovate through their behaviour that 
maximizes motivation towards innovation and provides them a space to develop goals, or 
at least participate in setting them (Zenati, 1994). In contrast, Saqer (1993) found that 
inverse relationship between motivation features of the innovation and the obstacles 
stemming from the individual. In addition, there is no correlation between innovative 
thinking, obstacles, originality, and personal motivation of senior department managers. 
While, there is a negative impact of the outside constraints on the organisation’s total 
capacity for innovative thinking and the proportion of originality and personality of 
motivation for these managers. 
In summary, there is a consensus among scholars in both eastern and western cultures 
that effective leader behaviour, to a high degree and in most contexts, is an essential factor 
in bringing about successful outcomes in various industries for example, Yukl and 
Mahsud, (2010) indicated that, leadership is all about flexibility in approaching the daily 
activities and attempts to smoothing those activities in the light of the surrounded 
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conditions and within available resources. Simirarly, Bodjadar and Daryoush, 2013 
claimed that conscious leader can be best described as a leader who brings a more 
profound feeling of reality and mindfulness into the organisation and has an otherworldly 
point of view on driving individuals. Conscious leaders are able to bring development 
and progress to their organisations, and this will be achieved through: first, acquiring that 
kind of human resources with intellectual and innovative abilities. Second, exploiting, 
guiding, and helping them adequately. Leadership is a vital part of the workplace for 
employees and their performance (Scott and Bruce, 1994). Leaders are able to inspire and 
motivate employees to achieve the organisational goals through delivering employees 
with sufficient vision and a sense of mission and likewise encourage intellectual 
stimulation, which in turn, unlocks vistas for employees regarding job progress and novel 
ways to improve the performance (Northouse, 2014).  
3.3 Transformational Leadership 
The rationality of the segmentation followed in reviewing the literature (Eastern and 
Western) will provide comprehensive idea about what has been done in each context in 
an attempt to determine, precisely, the gap within eastern context as well as clarify the 
most used methodology in such kind of investigations that might help in the choice of the 
methods and instruments that fit Jordanian context. Based in the fact that, individuals in 
various societies have strikingly unique understandings of the self, others, and of the 
relationship of the two, which can impact, and much of the time decide, the very idea of 
individual experience, including cognizance, feeling, and inspiration. This helps in 
understanding the circumstances that surrounding investigation of leadersip and try to 
follow the most approproite methods that fits each surroundings and settings. Also, it 
helps in discussing the results that would be obtained from data analysis accordingly with 
the interpretations that have been proposed in each culture (Markus and Kitayama, 1991). 
3.3.1 Eastern Studies 
Most of eastern literature, particularly, in Jordanian context have deliberating 
transformational leadership in general. In otherwords, most of previous studies have 
focused on the availability of transformational leadership behaviours within leaders, in 
addition to the degree of the acceptance of this style of ledership among employees. 
Rarely, in-depth and critical investigations have been conducted within eastern studies. 
However, due to the lack of such researches, this section discusses most of studies that 
were conducted in the field of transformational leadership. This helps in determing clearly 
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the gap and the need for more in-depth research, through reviewing these studies. This 
revewing will include studies in different sectors and industries.  
There have been number of studies undertaken in terms of transformational leadership in 
public and private sectors within different industries. For example, regarding education. 
There are number of studies attempted to demonstrate the level of performance in the 
universities and schools by using transformational leadership dimensions. For instance, 
Alomer (2008) revealed that, the availability of transformational leadership 
characteristics within the heads of academic departments have significant approval 
among members. The study sample largely agreed on these dimensions, which in turn, 
affects the morale of the teaching faculty. Likewise, Al-zuobi (2013) conducted a study 
in Jordan aimed at identifying the degree of practising transformational leadership 
dimensions by private school principals from the teachers’ viewpoint and the relation 
with organisational identification. She found that, the degree of practising 
transformational leadership dimensions by the school principals was medium. The 
findings also indicated that, there was a positive relationship between practising 
transformational leadership dimensions by school principals and organisational 
identification. 
In the same field, Alghamdi (2001) conducted a study aimed at examining the extent of 
academic leaders practising transformational leadership in Saudi universities. The results 
showed that, the availability of characteristics and elements of transformational 
leadership among academics’ leaders are medium. However, there were significant 
differences among transformational leadership elements in terms of function; whereas, 
there were no significant differences in terms of specialisation; while, there were 
significant differences in the transformational leader's features and attributes in terms of 
position. Similarly, Bani Issa (2005) attempted to explore the impact of transformational 
leadership dimensions (charismatic, motivation, inspiration, and creative encouragement 
and attention to individual feelings) on the performance of public institutions in Jordan. 
The results revealed a positive effect of transformational leadership dimensions on the 
performance in public institutions. additionally, there were no differences in workers' 
attitudes towards transformational leadership impact on performance regarding sex, age, 
education and tenure.  
Likewise, Almoraad (2005) found that the level of applying transformational leadership 
style is fundamentally different based on the educational levels. While it was not 
fundamentally different for: gender, age, administrative level, experience, and activity 
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sectors. The workers' attitudes towards change were fundamentally different for: 
educational level, administrative level, and department. Yet, they were not fundamentally 
different for: gender, age, and experience. Moreover, an evidence from Jordan confirmed 
that, leaders in banks should focus on three dimensions of transformational leadership 
namely: inspirational motivation, intellectual stimulation, and individual consideration, 
since these dimensions, apparently, affect positively the performance (Orabi, 2016).  
In other public sector, Aldmoor (2009) conducted a study that aimed at measuring the 
effect of transactional and transformational leadership on self-efficacy, self-confidence, 
personal goals and self-realisation. Wherein, leadership was measured using seven 
dimensions: In order to achieve the objectives of the study, two measures were used: the 
leadership scale multi-factor "model leader" developed by Bass and Avolio (2004), and 
the scale of professional judgment measurement, designed by (Facione, 1998). The 
sample consistes of fifty-five managers working in three Jordanian hospitals. The study 
concluded that there are positive links between the dimensions of transformational 
leadership and self-efficacy, self-confidence, personal goals and self-realisation. 
In other context, Aljarajery, Al-Azzawi and Suleiman (2009) attempted to describe the 
dimensions of transformational leadership and the internal and external reasons for 
organisational change. Closed-ended questionnaire and were employed for data collection 
that identifies and measures the variables of the study. The results indicated that, 
organisational changes without employing the proper leadership style makes the changes 
inadequate. This was confirmed by finding a connection between the dimensions of 
transformational leadership and organisational change. The study provided group of 
propositions that consider to be very important toward the success of changing process 
through the voluntary participation of the individuals in the process, rather than forcing 
them to achieve the aims of the customers, workers, and the organisation simultaneously.  
Consistently, Sabri (2009) indicated that, the success of transformational leadership is 
linked to behavioural elements, cognitive, and ethical standards. Transformational 
leadership is an appropriate style for leading change. Also, recommended that a rapid 
response within businesses is needed; this rapid response depicted by change. However, 
the traditional style of leadership cannot be a model that can lead change. Moreover, Sabri 
(2009) asserted the importance of paying attention and having adequate interest in 
transformational leadership components (vision, effective communication, 
empowerment, and the implementation of the vision) within the organisations. 
Nevertheless, Ali and Yasseri (2009) determined five main tasks of transformational 
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leader: recognise the need for change, articulate the vision and mission, the selection of 
the change model and its tracks, drafting a new strategy, and mobilising the commitment 
through the organisation's culture. They stated that, these tasks should be accomplished 
through the leader's ability to convince his/her followers of the need for change, in 
addition to stimulating the minds to renew the goals and develop the needs, which in turn, 
results an acceptance of change. Nevertheless, transformational leaders support the 
followers to reach and achieve high productivity and exceed the expectations. 
Transformational leaders are perceived as the element of change. 
Moreover, Alghazaaly (2012) showed that, the availability of transformational leadership 
dimensions (idealised influence, individualised consideration, inspirational motivation 
and intellectual stimulation) in the Jordanian insurance companies were high, which in 
turn, leads to a high level of effective decision-making process in those companies. The 
results revealed a strong correlation between transformational leadership dimensions with 
effective decision-making in the Jordanian insurance companies. Whereas, idealised 
influence has the greatest effect among the four dimensions of transformational 
leadership. Ismail et al. (2011) employed an experimental factor analysis and Stepwise 
Regression Analysis, the results showed a positive and significant evidence of the 
relationship between empowerment and transformational leadership. Consequently, this 
relationship, in turn, positively affects the organisational commitment. However, the 
findings showed that, the relationship between transformational leadership and 
organisational commitment, within the organisational sample, is mediated by 
empowerment. The authors stated that, in their attempts to achieve the organisation's 
goals, most leaders in organisational form have applied transformational behaviours in an 
appropriate way.  
Again, regarding organisational commitment, Khasawneh, Omari and Abu-Tineh, (2012) 
revealed that, transformational leadership strongly, positively and significantly relates to 
organisational commitment. They proposed that the Ministry of Education in Jordan 
should pay more attention toward encourging the applications of transformational 
leadership, through trainings and workshops, to indorse organisational commitment 
among teachers. While, Alsarayreh et al. 2014 asserted that, transformational leadership 
strongly and directly correlates to emotional loyalty, ethical loyalty and devotion within 
leaders from tourist companies in Jordan. Such findings has been confirmed by many 
researchers such as, McKinnon et al. (2003), Bushra, Ahmad and Naveed (2011), Wang, 
Ma and Zhang, (2014).  
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Most recently, through an empirical examination, Chou et al. (2013) revealed that, 
cognitive trust in leader and in team members extensively facilitated the transformational 
leadership collective efficacy relationship. Thus, transformational leadership pattern 
influences collective efficacy through cognitive trust in the team’s leader and members. 
Whereas, transformational leadership behaviors found to be positively connected to team 
mental model similarity, while, team mental model similarity was positively associated 
with team efficacy. Additionally, both mental model similarity and team efficacy act as 
mediator between transformational leadership and intra-team conflict (Ayoko and Chua, 
2014). In the same domain, self-efficacy found to play a mediating role between 
transformational leadership and employee well-being (Liu et al., 2010), and moderating 
role between transformational leadership and collective efficacy (Demir, 2008). 
Similarly, Azman, Abidin and Tudin (2009) provided an empirical evidence and 
confirmed that, empowerment plays a full mediating function in the relationship between 
transformational leadership and followers’ performance in the organisational sample in 
Malaysia. 
3.3.2 Western Studies 
A study found that, leaders should be conscious of the actions they exhibit with regard to 
diverse subordinates' personalities and trends because, these activities influence the way 
their subordinates engage in their duties to bring about various working results. Such that 
could be seen if leaders aim to stimulate team-based work then, they should use team-
concentrated transformational leadership. Leaders who try to smooth individual-based 
working should use individual-concentrated transformational leadership. Realising 
personality trends of subordinates, their needs, and the substantial abilities then, turn into 
a new task for leaders who are looking to be active in directing and supporting their 
followers (Herman and Chiu, 2014). Transformational leadership (directly and indirectly) 
linked to the performance rating by the supervisor. Transformational leadership 
associates to subordinates’ identification with job department and self-efficacy, which 
interrelates with means of efficacy in order to forecast individual performance, 
consequently denoting a moderated mediation effect (Walumbwa, Avolio and Zhu, 
2008).  
Consistently, Piccolo and Colquitt (2006) tried to connect intrinsic motivation to 
organisational citizenship behaviours since individuals pushed by self-generating 
incentives were more possible to perform discretionary behaviours that are scarcely 
linked with external incentives. The relationship between transformational leadership and 
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job characteristics is critical as job characteristics were notably connected to goal 
commitment. The results supported this declaration since intrinsic motivation was 
significantly related with task performance. The interference of transformational 
leadership and job characteristics theory unlocks a novel range of possible mediators of 
transformational impacts. Likewise, Boerner, Eisenbeiß and Griesser (2007) in their 
findings asserted that, followers’ organisational commitment behaviour was found to 
partly mediate the relationship between transformational leadership and employee 
performance. The research results provided some clarity about the causal processes by 
which transformational leadership affects organisational success.  
A study by Zhu, Chew and Spangler (2005) attempted at testing an integrated theoretical 
model relating CEOs with transformational leadership style, human resource 
management and organisational outputs; containing subjective measurement of 
organisational performance, absenteeism, and average sales. The results indicated that, 
both transformational leadership and human resource management are beneficial assets 
toward organisational outputs and competitive advantage. In addition, human resource 
management completely mediates the connection between transformational leadership 
and absenteeism, and to some extent mediates the relationship between transformational 
leadership and expected organisational outputs. The latter finding makes sense, as the 
performance of the CEO has a valuable and essential role in the organisation's prosperity 
and development. A transformational CEO stimulates and motivates other organisational 
members to proceed regarding both organisational and individual excellence. 
Through a meta-analytic approach, Wang et al. (2011) claimed that transformational 
leadership displays an affirmative association with performance through numerous 
individual performance standards. The impact of transformational leadership is greater in 
terms of performance in the context matter, than the accomplishment or the job 
performance. Moreover, less effectiveness shows transformational leadership in certain 
cases and statuses. This can occur with slight degree of interdependence, where individual 
cooperation level among the colleagues is not important or less crucial. Furthermore, the 
findings declared that, transformational leaders display high level of individualised 
consideration toward followers; this concern was at an emotional level. In addition, it 
appears that transformational leaders are likely to augment team performance by 
engendering cooperation through team members. In the same manner, transformational 
leadership reinforces the mutual identity of work teams. A mutual identity helps in 
rousing subordinates' group spirit and effectiveness. Moreover, by classifying both 
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organisational goals and their team, subordinates may involve in greater levels of 
sportsmanship, i.e., kindly ignore difficulties at work in the interest of attaining the 
common enduring goal. For the same purpose, subordinates' conscientiousness is possible 
to be augmented (Dionne et al., 2004). On the same lines, transformational leadership 
appears to be associated with enlarged ranks of performance facilitating behaviours in the 
Brazilian work context. Followers under transformational leaders describe deeper 
identification with leaders and superior ranks of self-efficacy concerning their work. In 
addition, identification and efficacy beliefs, can be paths through which transformational 
leaders will probably encourage follower’s contextual and job performance (Cavazotte, 
Moreno and Bernardo, 2013). 
Whereas, Braun et al. (2013) found trust to be affected positively by transformational 
leadership, then, trust mediates the relationship between transformational leadership and 
team performance. Similarly, (Nübold, Dörr and Maier, 2015) revealed that, 
transformational and groups’ identification are associated through mediating role of trust, 
this in turn, mediates the relationship between trust and the group performance. 
Furthermore, the impact of transformational leadership in terms of getting the work 
accomplished well, ranged between medium and strong. On the other side, the impact of 
this style of leadership on trust in the team was medium. Team trust, as a moderator 
variable, has a strong effect and in a positive manner on the team performance. However, 
it has a weak and partial effect as mediator regarding the relationship between 
transformational leadership and team performance. Moreover, this relationship is such 
that when the work environment is less dynamic transformational leadership is much 
positively linked to team performance. However, an environment with high degree of 
dynamism did not moderate the effect of trust in the team on the relationship between 
transformational leadership and team performance (Gundersen, Hellesøy and Raeder, 
2012). 
In line with this, Podsakoff et al. (1990) indicated that, transformational leadership hold 
positive impacts on effectiveness. Those impacts are much stronger for follower insights 
of effectiveness than for objective measures of effectiveness. Four conclusions are 
developed according to the findings: First, transformational leadership effects are 
significant and large in terms of organisational effectiveness insights. Second, the effects 
of transformational leadership on objective and independent evaluations of organisational 
effectiveness are not well recorded and less homogeneous in nature but positive and 
significant, although humble in magnitude. Third, proof about transformational 
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leadership effects on independently measured student results in particular, appears fairly 
promising; however, limited in quantity. Finally, latest confirmation about 
transformational leadership effects on students’ involvement in school, still humble in 
quantity but regularly positive. 
Furthermore, Jeewon and Fred (2010) offered several aspects of transformational 
leadership attached to several levels of consequences that are targeted to diverse units in 
organisations. Precisely, at the individual level they propose that a transformational 
leader's respectful behaviour relates to a follower's organisational commitment behaviour 
for the leader, since such actions are distinguished as being considerate and urbane by the 
follower. Equally, in their attempts to investigate the relationship between 
transformational leadership and organisational commitment, Avolio et al. (2004) found 
that there is a positive association between transformational leadership and organisational 
commitment. However, in contrast to the initial expectations, the relationship between 
transformational leadership at the senior staff nurses (direct immediate level) was 
modestly related to the followers’ level of empowerment and organisational commitment 
and not significantly related. Such results confirmed among: public employees and 
graduate students (Pillai, Schriesheim and Williams, 1999); nurse staff  (Leach, 2005), 
banking and food store firms (Emery and Barker, 2007), teachers (Ross and Gray, 2006), 
different kind of employees (Gillet and Vandenberghe, 2014). Whereas, (Pillai and 
Williams, 2004) represented another concept of commitment that is, commitment to the 
collective interests, and provided confirmation regarding the postive relationship between 
trnasformatioanl leadership and this type of commitment among sample of fire rescue 
employees. 
In a study intended to investigate the impact of transformational leadership on employee 
motivation and commitment. Keegan and Den Hartog (2004) examined whether these 
relationships also hold when the leadership is a temporary arrangement rather than a 
permanent one; however, their findings showed that in general, followers of the project 
leaders do not identify their leadership pattern as less transformational. There is a 
connection with one leadership variable (Individualised consideration), but only for 
subordinates who have more constant job relationships with their supervisor. 
Consequently, the line manager who shows individualised consideration offering a barrier 
to followers regarding the strain, the project manager with leadership pattern may be less 
related to strain outputs for their personnel. 
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Moreover, Peterson et al. (2009), by using two different samples, found that more 
promising, positive, and flexible leaders were ranked as more transformational. Besides, 
the findings confirmed the argument that transformational leadership is the activities by 
which CEOs’ positive psychological characteristics transfer influences on the 
organisation’s activity. Transformational leadership hold a deeper and optimistic impact 
on activity within start-up organisations, more than in established organisations. Though, 
it is important to denote that, the connection between transformational leadership and 
organisation activity in start-up and established organisations is comparatively elevated. 
Also, by investigating the role of CEOs Waldman, Siegel and Javidan (2006) implied 
that, leaders practising intellectual stimulation are not just endeavouring to track the 
responsible actions at the organisational level. They rather direct their struggles to the 
fields that are most relevant to strategic matters of the organisation. On the contrary, 
corporate social responsibility concerns have more of a social basis and are not 
meaningfully associated to charismatic leadership or intellectual stimulation. 
In terms of trust, Burke et al., (2007) provided some clarity about the ways to develop 
kind of trust in the leadership. By employing some factors such as competence organising 
framework, benevolence as well as integrity, the authors attempted to examine the 
moderator role being played throughout those factors related to this relationship. 
Wherein, transformational leadership increases the level of benevolence perceptions, this 
in turn, reflects a high degree of trust in leadership among the followers. Similarly, 
consultative leadership, compiled and annexation with transformational leadership style 
shows a high degree of trust in leadership as well.  
In terms of empowerment, several studies have been conducted in terms of the impact of 
transformational leadership on empowerment. Transformational leadership style has 
again stressed subordinates' improvement regarding autonomy and empowerment 
throughout natural followership. Transformational leadership improved at least one 
measure of motivation, morality and empowerment amongst the immediate subordinates. 
Nevertheless, the role of transformational leadership was not verified for immediate 
subordinates' effective involvement, internalisation of ethical norms, and self-
actualisation desires (Dvir et al., 2002). Additionally, Özaralli (2003) revealed that 
transformational leadership added to the prediction of subordinate's rating of team 
effectiveness. Employee who is operating under transformational leader assesses their 
group's effectiveness more favourably. Further, transformational leadership characterised 
by establishing a climate within the organisation, this climate gives employees higher 
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level of empowerment which in turn, enables them to do the tasks without any kind of 
fearing from the punishment. However, subordinates identified their works as meaningful 
and important, when significant responsibilities become part of their duties and when 
their efforts made significant contribution to the organisation. The results are consistence 
with the work of (Dionne et al., 2004). In addition, positive psychological resource 
capacities appeared as even greater predictor of empowerment than transformational 
leadership. Yet, harmonious with the findings on transformational leadership, mediation 
analyses showed that empowerment, likewise, does not mediate the relationship between 
psychological resource capacities and employee cynicism (Avey et al., 2008). 
Consistent with that, a study by Jung and Sosik (2002) investigated the impact of 
transformational leadership on empowerment, group cohesiveness and group 
effectiveness. Whereas, empowerment and group cohesiveness were also tested in order 
to explore if they were positively related to group members’ collective confidence. Using 
partial least squares structural equation, the results showed that, there is an empirical 
verification for prior theoretical arguments underlining the impact of transformational 
leadership in teams’ practises and results. Further, moderately intense, positive 
relationships between transformational leadership and empowerment, group 
cohesiveness, and perceived group effectiveness. Recently, number of prior studies 
provided full picture regarding the positive relationship and connection between 
empowerment and transformational leadership style.  For example, it was found that 
transformational leadership positively influences empowerment (Vecchio, Justin and 
Pearce, 2010; Men and Stacks, 2013; Han et al., 2016). 
Equally important, Kark, Shamir and Chen (2003) confirmed that empowerment factor 
has been fostered due to the right implementation of the dimensions of transformational 
leadership pattern (idealised influence, inspirational motivation, intellectual stimulation, 
and individualised consideration); this in turn, raises the level of getting the work done 
efficiently and successfully. As an outcome, it could result in an advanced commitment 
in the organisations. Similarly, the leaders have the ability to establish an ethical attribute 
and attention to the interests of the organisation among their followers; by arousing the 
degree of intellectuality as well as developing their capacities, transferring the 
organisational goals, and inspiring them to think beyond their own interests (Bartram and 
Casimir, 2007). 
Bass and Steidlmeier (1999) endeavoured to distinguish authentic charismatic and 
transformational leaders in terms of ethical arguments of personality and authenticity in 
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addition to the main matters of the latter. Western ethical scheme: liberty, utility, and 
(distributive) justice. The discussion showed that true transformational leaders classify 
the fundamental morals and uniting goals of the organisation and its followers, the ability 
to foster pluralistic leadership and effective fulfilled followers. Authentic 
transformational leaders, as moral agents, increase the range of effective freedom, the 
horizon of conscience and the extent for selfless purpose. Their activities endeavour 
towards polite terminations, legal tools, and rational results involved as they are in the 
moral elevation of their followers, in the sharing of reciprocally rewarding visions of 
success, and in allowing and empowering them to translate the visions into existences. 
In other context, related to emotional intelligence, Hur, Van den Berg and Wilderom 
(2011) attempted to examine the role played by transformational leaders as mediator 
between emotional intelligence and three team outcomes: leader effectiveness, team 
effectiveness, and service climate. The findings showed that emotionally intelligent team 
leaders are ranked as more effective by their followers. They are, similarly, more effective 
in forming superior service climates; and they are more effective since they display more 
transformational leadership behaviours. In addition, transformational leaders may feel 
employees' responses and be able to assimilate emotional regard. Such a method will 
guide them to naturally display transformational leadership behaviours, just like energetic 
attending, valuing and sharing the internal experience of followers, and creating interest. 
Therefore, they play a part in the optimistic organisational results. The findings confirmed 
that transformational leadership mediates the relationship between emotional intelligence 
and service climate.  
Consistent with this, Leban and Zulauf (2004) suggested that transformational project 
leader behaviour has a positive role on real job performance. Emotional intelligence 
capability adds to transformational project leader behaviour and later, real job 
performance. Additionally, transformational project management is achieved by holding 
project leaders who are outcomes directed (through inspirational motivation) more than 
being activity concentrated such as transactional project leaders. When project leaders 
utilise a transformational leadership pattern and emotional intelligence skills, this 
improves real work performance. Moreover, there are several connections between 
transformational leadership pattern and emotional intelligence capability.  
Similarly, Cavazotte and Moreno and Hickmann (2012) supported the claim that 
leadership effectiveness assessed by the attainment of organisational results is a direct 
mission of the transformational leader. Additionally, it is an indirect mission of individual 
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divergences functioning among transformational behaviours. Once the control and 
substantive factors are considered entirely, intelligence and conscientiousness are the 
individual divergences that appear to question transformational leadership and that had 
indirect impacts on leadership effectiveness. Managerial skill, similarly, had positive 
impacts on both transformational leadership and leadership effectiveness in managerial 
characters, while conglomerates had just destructive impacts on leadership effectiveness. 
In addition, the examinations exhibited that when considered alone, emotional 
intelligence appears to be linked to transformational leadership.  
Antonakis, Ashkanasy and Dasborough (2009) argued, along similar lines, that this type 
of researches that investigate the connection between leadership effectiveness and 
emotional intelligence need more concentration on leadership styles that employed 
emotional factors. Inspirational motivation and idealised influence are core dimensions 
of transformational and charismatic leadership styles, in that through the two dimensions 
the leader can implement emotional effects on the followers. Further, Barling, Weber and 
Kelloway (1996) presented evidence that three dimensions of transformational 
leadership, namely: idealised influence, inspirational motivation and individual 
consideration, are associated with emotional intelligence. 
Equally important, there have been comparison studies that conducted to distinguish 
between different styles of leadership and transformational leadership. Accordingly, 
Atwater et al. (1997) noted that contingent reward leadership is "rationally useful" since 
framing well-defined expectations as well as aims and rewarding subordinates for 
targeted achievement are probably rousing to a specific purpose. Additionally, others 
such as Bycio, Hackett and Allen (1995) have clarified that there is something to be 
augmented or expanded in order to propose that transformational leadership inserts 
beyond transactional leadership, but not vice versa. This increases a potential outcome, 
that is, the validity of the transactional leadership style no longer matters, because of its 
correlation with transformational leadership. On the contrary, transactional leadership is 
not likely to generate additional - role behaviour. Transactional leadership is obviously 
prepared to distinctly express and reward in-role performance as a substitute of extra-role 
behaviour. The relationship between leader and followers is primarily considered as an 
economic exchange, acting more than needed or exceeding the needed quality will not be 
respected by the leader. Consequently, followers perform logically by only promising as 
much as they rewarded (Podsakoff et al., 1990). 
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Previously, Wofford, Goodwin and Whittington (1998) claimed that there are differences 
between transformational and transactional leadership. These differences built upon the 
degree of inequality regarding the scripts, plans, as well as other cognitive activities and 
structures attributed by the leaders. The differences in the cognitive assemblies of 
transformational and transactional leaders were investigated as a tool of clarifying 
variations in outcomes related with each leader’s behaviour style. In addition, the 
cognitive activities and assemblies of the transformational leader may be essentially 
distinctive from that of the transactional leader, but this does not prevent transformational 
leader from occupying transactional behaviours when necessary. In line with this, a 
comparative study aimed to at extensive inspection about the full range of transactional, 
laissez-faire, and transformational leadership employing meta-analytic test of relative 
validity, Judge and Piccolo (2004) stated that, the results support transformational–
transactional leadership theory and lead to more careful conclusions about its validity. 
Moreover, it seems that charisma demonstrates slightly greater validities than 
transformational leadership.  
A comparison conducted regarding different perspectives by Eagly and Johannesen‐
Schmidt (2001). After measuring transformational, transactional, and laissez-faire 
leadership patterns, they found that female leaders surpass male leaders, particularly, on 
the female-stereotypic transformational factor of individualised consideration and 
recorded better than males on two other subscales of transformational leadership as well 
as on the contingent reward scale of transactional leadership. Conversely, males surpass 
women on the active and passive management-by-exception and laissez-faire subscales. 
The superior effectiveness of females is much better than male leaders. This population 
of leaders indicated the undesirable associations of the passive management-by-exception 
and the laissez-faire patterns toward effectiveness and the optimistic associations of the 
transformational and contingent reward patterns to effectiveness. Another essential point 
described in the study of Podsakoff, MacKenzie and Bommer (1996), wherein, the 
purpose to explore the comparative contributions of transformational leader behaviours 
and alternatives leadership styles towards worker attitudes, role perceptions, and “in-role” 
and “extra-role” performance. The results indicated that employing both transformational 
leader behaviours and substitutes leadership will be helpful and beneficial in order to 
develop collective and comprehensive understanding about the antecedents in terms of 
employee criterion variables examined. In other words, there was a single 
transformational leader behaviour, Individualised support, which occurs to be substantial 
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to identify the follower's attitudes and role perceptions and behaviours. This behaviour 
was found to be positively related to employees’ satisfaction, trust in their leader, role 
clarity, in-role performance, altruism, conscientiousness, sportsmanship, courtesy, and 
civic virtue; and negatively related to employees’ perceptions of role conflict. 
In the same way, Walumbwa, Wu and Orwa (2008) claimed that transformational 
leadership behaviours are caused in subordinates classifying with the necessities of the 
leader, while contingent reward (transactional leaders) offer followers something they 
need in reciprocity for something the leader desires. Contingent reward transactional 
behaviour concentrates on explaining effort-reward relationships and includes 
reciprocities that gain space among a leader and his/her followers. That is, a leader 
reviews with followers what is needed and explains how these outputs are to be attained 
and the incentives they will obtain in reciprocity for their acceptable struggle and 
performance. Generally, contingent reward transactional leaders offer tangible or 
intangible promotion and resources to followers in exchange for their efforts and 
performance, define rules regarding job responsibilities, sustain norms, and decide the 
outcomes of goal achievement. 
It is worthy to mention two stances in terms of the validity of this style of leadership. 
First, transformational leadership has been verified to be especially communal. It is 
noticed that transformational and charismatic leadership have more attention of the 
researchers, more than other known patterns of leadership. Research papers have been 
accomplished in the lab (Jung and Avolio, 1999) and in the field (Yammarino et al., 
1997). There have been correlational (Hater and Bass, 1988) and investigational (Barling, 
Weber and Kelloway, 1996) studies. Researchers have employed both subjective insights 
of effective leaders (Judge and Bono, 2000) and hard economic standards (Geyer and 
Steyrer, 1998). There have been studies about leaders in an extensive diversity of 
situations, such as (Kane and Tremble, 2000) in education field (Koh, Steers and Terborg, 
1995), and business (Howell and Avolio, 1993), as well as at several levels, from 
entrepreneurial CEOs (Baum, Locke and Kirkpatrick, 1998) to supervisors (Howell and 
Hall-Merenda, 1999). 
Second, the concept of transformational leadership was not only to compare the pattern 
of another, or for analysing its positive side. Yukl (1999) discussed a critical analysis for 
the weaknesses of the transformational leadership, in addition to propose some 
improvements. He stated that, it is obvious that charismatic and transformational 
leadership theories offer important perceptions. Yet, various critical conceptual 
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weaknesses are necessary to be amended in order to make the theories more valuable. 
Both styles do not distinctly express the causal influence activities, neither do they specify 
the mechanisms in which leader’s behaviours are related to these activities. It appears that 
obedience is most important for transactional leadership, while, internalisation is most 
important for transformational leadership, and personal identification is most important 
for charismatic leadership. Then, the significance of these influences and other activities 
for each style of leadership is, largely, an issue of supposition. 
Likewise, Conger (1999) stressed two main notions: Firstly, transformational leadership 
pattern needs some special circumstances that should be available within the organisation 
in order to display this pattern or to make it valid, and then, the desired goal can be 
attained. Secondly, liabilities of the transformational leader have been hugely ignored, 
since these leaders are seen as such positive strengths, the liabilities they may own or 
trigger have disappeared undetected. However, it would look like they might not be 
applicable in all contexts, consequently, could own certain liabilities. He stated that, it is 
obvious that contexts do diverge broadly. The resources and type of chances offered to a 
leader should differ extensively by context. Additionally, there are particular phases in 
organisational life cycles when charismatic and transformational leadership could be 
more suitable. 
Ultimately, there is consensus among researchers that transformational leadership style 
one of the most studied topic since Burns (1987) first introduced this concept. This is due 
to its optimistic effect in different aspects in organisational culture. It has been argued 
that, this style of leadership is widely employed and perceived high level of acceptance 
among employees along diverse contexts, industries, and sectors. Especially, with era of 
globalisation and human rights that could affect negatively the efficiency of other styles 
of leadership such as autocratic leadership (Avolio and Bass, 1995; Özaralli, 2003; Bass 
and Steidlmeier, 1999; Bass and Riggio, 2006; Northouse, 2014; Avolio and Yammarino, 
2013; Atmojo, 2015; Bai, Lin and Li, 2016). However, taking into consideration that there 
is no perfect way in running our daily activities including leading teams within the work 
environment despite the strengths of the methods being used, there should be, on the other 
side, weaknesses of our choices and behaviours. Based on this, Van Knippenberg and 
Sitkin (2013) advocated that, transformational leadership style, as other styles do, has 
number of weaknesses inherent in the base of building this style.  
First, this style unlike other styles, is suffering of robust conceptualisation, in other words, 
it is not well-defined in terms of the bases of including and excluding the behaviours (4 
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Is) that shaping this style. However, this claim can be refuted since Bass (1985) identify 
the assumptions of developing transformational leadership. That is, the authority that uses 
to make employees do what they are required to do, replaced by idealised influence. 
However, other leaders use exchange interests with employees to do the required work 
(transactional leaders). While, this is not the ultimate case since there are some constraints 
in modern organisations that prevents the uses of power such as penalties (punishments), 
in addition, many leaders in many organisations have nothing to do in terms of promises 
toward promotions or rewards for accomplishments and they seek successes. So, the 
solution overlooking us through other behaviours that leader could exhibit as a 
compensation of authority and rewards such as inspirational motivation. 
Second, insufficient reasoning of the way every behaviour markedly affects 
intermediately the processes and outcomes, as well as, explanation of contingently on 
moderating effects. In fact, many theortical models were provided through different 
researchers that explaining the way of building such assumptions of mediating and 
moderating effects of transformational leadership behaviours. While some theortical 
models are lacking of such reasoning but, other models developed on abundant amount 
of reasons, logics and used robust bases such as, ‘mood congruent memory perspective’ 
(Bower, 1981) that used in building a framework to examine the mediating role of 
transformational leadership between happy leaders and enhances team success. 
Moreover, very recent example of such evidences occurs by Ogola, Sikalieh and Linge 
(2017), their results revealed that idealised influence, as a behaviour of transformational 
leadership, mediates the relationship between critical thinking process and employee 
performance. They built the framework based on many concepts that inherent in idealised 
influence such as moral values, trust, role model and risk taking. Also, Smothers et al. 
(2016) found a moderation effect played by intellectual stimulation in the relationship 
between leader integrity and empowerment.   
Third, mixing the implications of transformational leadership with its constructs or 
formation. Transformational leadership has four behaviours namely, idealised influence, 
inspirational motivation, intellectual stimulation and individualised consideration. These 
behaviours are the bases of forming and distinguishing this style, in that, a leader 
practising the four behaviours to get the work accomplished since every behaviour has its 
own impact and function. This claim might be right, from the one hand, this concept is 
introduced recently to leadership field by Burns in late 1980s and it may need more time 
to be understood well by researchers as well as leaders. From the other hand, this 
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confusion may occur due to confound in understanding the difference between leadership 
as a process and role (Smircich and Morgan, 1982; Hosking, 1988; Calás and Smircich, 
1991; Northouse, 2014). Moreover, the impacts of these behaviours could be in a form of 
tangible results through the followers (Bass and Bass, 2009), while these behaviours 
could be in an intangible form (Wang et al., 2005). 
Fourth, the measurement of transformational leadership invalid due to its failure in 
reproducing the behavioural construct identified by theory as well as the failure in 
attaining empirical uniqueness of further facets of leadership. This claim, theoretically, 
seems to, high degree, be correct. Whereas, the measurement confirms high degree of 
validity practically. In which, well-known researchers in leadership field have confirmed 
high extent of both validity and reliability of this measurement (Avolio, Bass, Jung, 1999; 
Bass et al., 2003; Berson and Avolio, 2004; Boerner, Eisenbeiß and Griesser, 2007; 
Cavazotte, Moreno and Bernardo, 2013). In addition, multifactor leadership questionnaire 
passed through several developmental stages and amendments to present it in such way. 
In addition, the measurement includes other paragraphs that measuring other styles of 
leadership such as transactional leadership, therefore, obvious acknowledgment of this 
claim refutes the validity of those styles (Bass and Avolio, 2004). 
Employees in many companies in different positions believe that the senior management 
does not provide the moral and material incentives that encourage innovation. The most 
important reason that negatively affects the abilities of workers for taking initiatives is 
the fear of failure and the rejection of their ideas by others. While, insufficient incentive 
is one of the constraints that limits the ability to innovate. In that, these kinds of reward 
and incentives meet their psychological and social needs (Aldhan and Makhamreh, 1988). 
There is consensus among researchers and specialists in the field of innovation, that is, 
subordinates’ innovative capabilities are affected by leadership style. Leaders can 
contribute to the development of innovative capabilities by encouraging subordinates to 
solve problems and address them, and present these solutions in an open way to leaders 
(Lee, 2008; Duygulu and Özeren, 2009; Ali and Ibrahim, 2014; Bogahalande, Khatibi 
and Perera, 2015). 
3.4 Transformational Leadership and innovation 
The same segmentation (Eastern and Western) will be used in this section in order to get 
to know, precisely, in which way the topic was studied in each context. This could be 
more beneficial for: first, determining the gap in both context, which in turn, adds more 
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confirmation regarding this gap. Second, it helps in determining the choice of the 
methodology undertaking this investigation by evaluating the most used methods and 
instruments that have been used in the data collection and analysis. Moreover, this section 
provides a summary of which studies have found positive or negative impact of 
transformational leadership on innovation and creativity. 
The two concepts namely, innovation and creativity have been included and evaluated in 
this section since most of scholars in this field have frequently used the two concepts 
interchangeably in their studies and investigations, and the difference between the two 
terms might be more one of importance than of essence (West and Farr, 1990).  
3.4.1 Eastern Studies 
Regarding the relationship between transformational leadership and creativity and 
innovation on the organisational level, most of previous studies have used MLQ as a data 
collection tool. For example, a study by Nassani (2008), within educational institutions 
in Syria and through utilising Step Wise Regression method, revealed the existence of a 
positive relationship between the four features of transformational leadership and 
administrative creativity. Whereas, intellectual stimulation holds the strongest impact, 
while, idealised influence holds the lowest impact. Further, another study provides a 
confirmation of positive relationship between transformational leadership and innovation. 
This positive relationship was extremely moderated by the organisation size. In addition, 
inspirational motivation showed the strongest effect, while, idealised influence has no 
effect (Khan, Ur Rehman and Fatima, 2009). Most recently, and in the same industry, Al-
Husseini and Elbeltagi (2016) attempted to examine the effect of transformational 
leadership on product and process innovation in public and private higher education 
institutions in Iraq. The findings suggested that, transformational leadership has a vital 
and positive impact on improving product and process innovation. Again, idealised 
influence holds the lowest impact, while, inspirational motivation holds the highest 
impact. 
Accordingly, an empirical study aimed to offer more awareness about the mechanisms of 
carrying out transformational leadership in terms of followers' innovative actions in 
Jordanian public sector. The findings of the study revealed that, generally, the four 
dimensions of transformational leadership have a positive influence towards innovative 
behaviour. The strongest impact among those dimensions is occupied by idealised 
influence. The weakest impact occupied by individualised consideration (Nusair, 
Ababneh and Kyung Bae, 2012). In the same direction, AL-Azmi (2006) attempted at 
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exploring the relationship between transformational leader attributes and the availability 
of administrative creativity among workers. The study found that, there is a positive 
medium relationship between owning administrative leadership attributes and 
characteristics of transformational leadership and the presence of creative skills and 
abilities within the subordinates. Recently, Yasin et al. (2014) found that intellectual 
stimulation might be employed as a tool towards innovation by higher level employees 
in SMEs in Pakistan. 
Nevertheless, Jung, Chow and Wu (2003) and Gumusluoğlu and Ilsev (2009b) found that 
transformational leadership style influences the organisational innovation in a direct and 
positive way. Also, the results implied that transformational leaders might not just 
stimulate innovative action within the organisation but also guarantee the market success 
of the innovations. In the same way, Radzi et al. (2013) asserted that transformational 
leadership is vital to monitoring organisational learning and developing organisational 
innovation in changing and competitive business environments. Interestingly, the results 
showed that organisational learning moderates this relationship. However, these results 
are inconsistent with the findings of Zhu, Qi and Xu. (2008) in the same context, who 
revealed that, the direct influences of transformational leadership on team innovation 
performance is not significant.  
Furthermore, a study by Hu, Gu and Chen. (2013) revealed that, transformational 
leadership exerts significant impact on creativity and innovation at the organisational 
level in both ways, directly and indirectly. In terms of the type and nature of innovation, 
Chen et al. (2012a) presented an evidence that supports this relationship through their 
investigation of the relationships between transformational leadership and technological 
innovation in strategic business unit-level. In addition, a moderating role of innovative 
culture and rewards were appeared in this relationship. Remarkably, a greater innovative 
culture is an alternative of transformational leadership behaviours for smoothing 
technological innovation. Further, financial-reward implementation counteracts the 
relationship between transformational leadership and technological innovation. 
Moreover, by using empowerment as mediator, employing structural equation modelling 
for data analysis and a sample from innovative firms Afsar, Badir Bin Saeed (2014) 
indicated that, transformational leadership hold positive impact on innovation work 
behaviour, while, it was stronger under higher interdependent self-construal. 
Interestingly, same connection confirmed by Chen et al. (2014). In addition, using sample 
within Taiwan context Kao et al. (2015) demonstrated that, positively and strongly 
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transformational leadership is connected to service innovation behaviour, yet, this 
connection was fully mediated by perceived organisational climate for innovation, 
creative self-efficacy, and expected image gains.  
While, some other studies have employed transformational leadership inventory 
developed by Podsakoff et al. (1990) such as Khalili and Khalili (2016), within different 
Iranian industries, found that transformational leadership positively linked to employees’ 
innovation and creativity, while, this relationship moderated through employees’ 
perceptions of a supportive climate for innovation and creativity. While, most of the 
previous studies focus on searching the role played by leaders on teams or individual level 
in bringing about innovation. Others proposed that, transformational leadership with the 
four dimensions should focus on both levels. Since two dimensions should apply for 
individual (intellectual stimulation and individualised consideration), and two toward 
team (idealised influence and inspirational motivation). Transformational leaders should 
have the ability to balancing their efforts adequately (Li, Mitchell and Boyle, 2016). 
The eastern literature generally, and specifically within Jordan context, as mentioned 
earlier is suffering a lack of research regarding transformational leadership and 
innovation, whether separately or together (Abbas, 2010). This distinguishes the current 
study, in which, searching and exploring the two concepts together. The current study 
adopts this classification and categorisation for the study, in order to deeply follow 
research papers that address the two concepts in details. After deeply and precisely 
reviewing the literature regarding transformational leadership and innovation, it was 
noticed that most prominent researchers have focused on some specific variables. In terms 
of transformational leadership style and its relation to innovation, it was investigated 
mostly according to the four dimensions, idealised influence, inspirational motivation, 
intellectual stimulation, and individualised consideration), and their effect on bringing 
about creativity and innovation. In this section of the chapter, the researcher presents the 
two concepts and, mostly, focuses on the variables used by the scholars to investigate this 
topic. However, most of the existing studies related to the topic, have been conducted 
within public sector the rest have not related exactly to the innovation matter.  
3.4.2 Western Studies 
Greater number of reseacrhes have been conducted within western context and by using 
MLQ as a data collection method, for example, Howell and Avolio (1993) concluded that, 
support for innovation found to play moderating role in the relationship between 
transformational leadership dimensions and performance. Whereas, Waldman and Bass 
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(1991) provided a conceptual framework that demonstrates the significance of 
transformational leadership at various stages of the innovation process. However, it has 
been claimed that, two dimensions of transformational leadership namely, intellectual 
stimulation and inspirational motivation, have higher effects on accomplishing the tasks 
effectively, and usually both are linked with the radical as well as incremental innovations 
(Keller, 2006). Further, Elkins and Keller (2003) proposed that, transformational leaders 
transferring an inspirational vision and offering intellectual stimulation as well as 
developing a high-quality of leader who exchanges relationship with team’s members in 
the organisation. Those leaders connected with venture accomplishment. Moreover, the 
nature and type of the function, such as R&D, can be a variable that has a significant 
impact on the nature of the relationship between leadership behaviour and innovation. 
Moreover, individuals' innovation has also gained great attention from a wide number of 
researchers. For instance, Michaelis, Stegmaier and Sonntag (2010) showed that this style 
of leadership has a powerful effect on activating the implementation of innovation 
behaviour. Thus, the type of leadership style is playing a crucial role in terms of 
stimulating and fostering followers’ innovation implementation behaviour. Consistently, 
Charbonnier-Voirin, El Akremi and Vandenberghe (2010) found, at the team level, 
innovation climate was perceived as a moderator regarding the relationship between 
individual perceptions of transformational leadership and adaptive performance. 
Again, on the team level, Eisenbeiß, Van Knippenberg and Boerner (2008) found that 
practising transformational leadership behaviours among the R&D teams will result in 
more innovation initiatives. This was conditional under a high level of climate for 
excellence. Further, Wilson-Evered, Härtel and Neal (2001) revealed that, the 
implementation of transformational pattern in the work environment affects innovation 
by generating high ranks of team self-esteem that causes work group interferences 
containing assessable advantage. Interestingly, both behaviours idealised influence and 
individualised consideration created gender contrast effect. Moreover, Paulsen et al. 
(2013) found that, two ways have equal conceptual and practical significance in realising 
how transformational pattern, throughout a prime time of change, can foster superior 
innovation. Encouraging identification by individuals with their group, as well as 
assemble a team climate that reinforces creativity. Consequently, transformational 
leadership operates via identification by individuals with their group positively affecting 
reports about greater struggles to be innovative.  
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On the other side, Aragón-Correa, García-Morales and Cordón-Pozo (2007) at the 
organisational level and by employing transformational leadership inventory developed 
by Podsakoff et al. (1990) found that, innovation was affected in a positive manner by 
these variables simultaneously: leadership style, an individual feature, organisational 
learning and a collective process. The results showed that, organisational learning holds 
a greater immediate impact on innovation than CEO with transformational leadership 
style. Though, leadership gained an intense and noteworthy impact on organisational 
learning, it influences organisation innovation indirectly. Furthermore, innovation 
positively and substantially affected performance. Organisational learning, as well, 
positively influenced performance but, primarily via innovation. Moreover, in terms of 
the team empowerment and its effect on innovation, Si and Wei (2012) found that, 
transformational leadership was significantly connected to the creative activities among 
the followers. In contrast, transactional leadership has a negative impact on the creative 
activities among followers. The team empowerment climate is positively connected to 
team members’ creative activities. The statistical tests and results demonstrated that, team 
empowerment climate moderates the relationship between transformational leadership 
and creative activities of the followers, in which, the relationship is positive when 
empowerment climate is high, whereas, it is negative when empowerment climate is low. 
Interestingly, Osborn and Marion (2009) found that, in contrast to the results of previous 
studies, displaying grater behaviours of transformational leadership will result in the 
dysfunction in the innovation process. This was due to being away from the event location 
makes these behaviours non-feasible in terms of fostering innovation. Crucial visioning, 
(which is one of the core elements of transformational leadership style) exhibited by the 
executives in the sponsoring side might prevent the growth and emergence of unique and 
novel ideas as well as innovation initiatives. Moreover, transformational leadership 
endorses subordinates’ creativity yet, rises subordinates’ dependency as a result, 
decreases their creativity. This dark indirect impact weakens the optimistic effect of 
transformational leadership on followers’ creativity (Eisenbeiß and Boerner, 2013). 
Increasingly, recent studies that searched the effect of transformational leadership on 
innovation. while, some of previous results added more evidences of positive and 
significant effect of this style on innovation among diversity of industries such as, 
hospitality employees (Slåtten and Mehmetoglu, 2015); employees from various 
industries (Engelen et al., 2014; Prasad and Junni, 2017); R&D (Maria Stock, Zacharias 
and Schnellbaeche., 2017). However, other studies provided limitions of transformational 
95 
 
leadership in bring about innovation, and propostions to be considered in enhancing the 
ability of this style (Malloch, 2014).  
Various leadership patterns are positively related to innovation, but most of them with a 
broad domain of correlations that depend on controll conditions. On the other hand, the 
leaders need flexibility in order to shift between leadership behaviours when the 
innovation tasks are required (Rosing, Frese and Bausch, 2011). The urgent need of 
innovation in today's organisations has resulted in a significant shift that emphasises the 
key role of the leader in shaping the nature and success of innovation efforts. Leadership 
makes a substantial difference in the creation of viable new products and ideas (Mumford 
and Licuanan, 2004). Leaders in organisations especially, with R&D teams, that mainly 
have the responsibility of the development of products or processes, face many challenges 
while attempting to provide assistance to members within these teams in order to improve 
their abilities and competencies, which in turn, can bring about innovation (Stoker et al., 
2001). 
There is an indirect and intrinsic influence exerted by participative and directive 
leadership styles on several variables and factors within the same team, which in turn, 
affects the innovation efforts. Participative leadership found to have positive relationship 
on team innovation (specifically heterogeneous teams in the function), in which the 
process of team reflection works as a tool that makes the interaction of this pattern of 
leadership and functional heterogeneity fostering team innovation (Somech, 2006). Based 
on four key variables: management philosophy (traditionally, humanity), leadership 
behaviour (attention to production, attention to workers), organisation structure (formal, 
normative, and centralisation), and organisation innovativeness (the ability of problem-
solving and decision-making, the ability to change, the spirit of risk-taking, 
communication capacity, and the degree of encouraging innovation); there is a high level 
of innovation in the philosophy of humanitarian organisations compared with 
organisations that have a traditional philosophy. In addition, paying mpore attention 
towards workers leads to a high level of innovation, (problem solving and decision 
making, change, communication capacity, encourage innovation) (Bratton and Gold, 
2012).  
Moreover, leadership plays an essential and vital role in promoting innovation 
consequences in several types of organisations. The consciousness of the necessity to use 
different leadership patterns to lead different innovation processes and activities is 
important (Oke, Munshi and Walumbwa, 2009). Innovative manner is critical in 
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knowledge-intensive service businesses (e.g. consultants, researchers, engineers); 
however, it has obtained very slight consideration from academics.  
In the same context, Basadur (2004, pp. 103) revealed that"In future business the most 
effective leaders will help individuals to coordinate and integrate their differing styles 
through a process of applying creativity that includes continuously discovering and 
defining new problems, solving those problems and implementing the new solutions". 
Besides, he distinguished between problem discovering, problem formulation, problem 
solving, and solution application.  
In a study conducted within manufacturing factory, Axtell et al. (2000) found a positive 
relationship between participation and employees’ innovative behaviour. This behaviour 
assessed using self-ratings of employees’ suggestions as well as the extent of applying 
them. Likewise, Frischer (1993) found that providing a kind of authority from the 
product-development managers to their followers as well as offering a conscious 
responsibility, resulted type of followers that are aware of the encouraging innovation 
climate. Whereas, the value of the relationship between a leader and its subordinates 
highly reflects the innovativeness capabilities. Good mutual relations between the two 
parties, as well as provides subordinates with stimulating assignments, reinforcing in 
risky circumstances, and facilitating the tasks in terms of resources and cognition needed, 
will all enable individual innovation (Graen and Scandura, 1987).  
Moreover, Judge, Fryxell and Dooley (1997) conducted interviews with R&D managers, 
scientists and technicians from new biotechnology organisations showing that offering 
self-efficacy to the operational employees will induce an innovative culture. In addition, 
maintaining continuous “slack” resources helped to make an innovative culture as well. 
Scott and Bruce (1994) empirically revealed that when leaders expect followers to show 
more innovative behaviours, followers tend to see their leaders more stimulated which 
will boost and make their innovative efforts smoother, and the followers will show more 
innovative behaviours. Similarly, a case study by Ruigrok et al. (2000) investigated the 
relationship between innovativeness and a "shared leadership" pattern, and showed that 
this pattern is characterised by regular consultation. Also, the results showed that, "Shared 
leadership" enhances employees' participation and this motivates them to produce ideas 
and struggle for successful implementation. 
Moving into the leaders' behaviours that may support the innovation initiatives, a study 
conducted by Krause (2004) who attempted to investigate whether leaders can affect the 
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innovation process by giving the followers an adequate freedom and autonomy, among 
German middle managers. She noticed that, giving freedom and autonomy was positively 
related to several forms of innovative behaviours, including: idea generation, idea testing 
and idea implementation. Concentrating on influence-based leadership identified 
restitution of the behaviour of an individual due to the activities or attendance of another 
person. Leaders’ encouragement of innovative effort was a predictor of idea generation 
and implementation efforts of middle managers. Similarly, Barnowe (1975) explored the 
role of "leader assistance behaviours" on the quality of employees within research and 
development firms. Leader assistance behaviours seemed to be positively related to 
research and development employees' scientific and applied research results (an output-
based measure of individual innovation).  
Moreover, Basu and Green (1997) searched leader-member dyads in a manufacturing 
firm. They verified that, workers are likely to keep themselves out of traditionalist, 
involve in untraditional behaviour, and apply innovative ideas as there is no kind of 
punishments if they did so. While, in order to realise and identify innovative initiatives 
and participations, the leader plays a crucial role in terms of the enthusiasm that he/she 
provides to the followers, since those actions may encourage idea generation and 
implementation (Bessant and Tidd, 2007; Tidd and Bessant, 2009; Hunter and 
Cushenbery, 2011). Likewise, Nijhof, Krabbendam and Looise (2002) assumed that 
routine procedures followed by the top management such as having approval or persuade 
them about any innovative idea, were the most issues that may destroy any innovative 
initiative from an individual. This in turn, will kill any prospective attempts for idea 
generation. Instead, leaders should have the ability to listen to the idea and appreciate the 
individual efforts even if the new idea does not have their admiration. They suggested 
that, this routine give workers excuses for not doing their normal duties in order to direct 
all of their efforts on the improvement and implementation of their ideas. Also, splitting 
the work time in such a way that gives the employees enough time to focus on doing some 
work related to innovative ideas. This plan of splitting the time will make the employees 
practise on a venture as added value to their day-to-day duties. Consequently, carrying 
out this plan will save the time needed for developments. 
Further, Sternberg, Kaufman and Pretz (2003) indicated, taking the advantage of their 
positions and influence, leaders can know exactly the time, the place, and the method for 
tracing the new and novel ideas. However, taking those decisions in simple way will not 
bring about innovation. It is rather depending mainly on the kind of motivation provided 
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from the leader. They claimed that, leaders’ stimulation towards innovation and the type 
of innovations that they are keen to follow, rely on strategic selections created by leaders, 
based on their insights about environmental risks and chances. While, the model of 
strategic plans needs validation. The results proposed that, innovative policy chosen by a 
leader affects both idea generation and the sort of ideas being tracked. Similarly, Van de 
Ven (1986) developed the same ideas from the research and development perspective. 
They asserted that, the impact of leaders is changeable across the phases of innovation; 
especially, ideal leadership is essential at the beginning in order to get the employees 
involved in the process of idea generation, after that, leaders should have and practise 
participative leadership style, then, leaders require exhibiting transactional leadership 
style. Consequently, as with ideas regarding development of self-managing teams, the 
leader in R&D department has to shift the pattern regarding the phase of innovation. It is 
about developing ideas on the shifting character of this connection. These ideas are like 
the case of developing self-managing teams (Cohen and Ledford, 1994).  
Clearly, the prior studies asserted that there is a strong correlation between leadership and 
innovation, and this makes this topic very important in order to explain the aspects of this 
relationship. On the one hand, to investigate the degree of of leaders’ behaviours affecting 
innovation, these behaviours support and motivate employees to be more innovative. On 
the other hand, to search deeply the appropriate leadership style that has the strongest 
effect on the employees in term of bringing about innovation. As a conclusion, researches 
and theories regarding leadership and innovation have, in general, revealed two crucial 
practises in which leadership can boost innovation and creativity. First, motivating novel 
solutions and ideas through channels of sustaining and improving a work environment 
with autonomous. Second, fostering followers’ aims, values, and norms in an attempt to 
rising integral solutions, ideas, goals and norms (Van de Ven, 1986; Amabile, 1988; 
Woodman, Sawyer and Griffin, 1993; West, 2002). Though, the significance of autonomy 
and integral for innovation is extensively known, researches of leadership activities have 
been mainly aimed at the latter, with minimum consideration paid to the leader’s impact 
on enhancing team integrative activities to encourage innovation (e.g., Srivastava, Bartol 
and Locke, 2006; Chen and Aryee, 2007; Chen, et al., 2011; Jiang and Chen, 2016). 
In summary, western literature is rich with studies and researches that deeply investigate 
transformational leadership from various perspectives; however, the topic still gaining a 
wide and extensive attention and interest among researchers, particularly, regarding its 
relationship with innovation (Aragón-Correa, García-Morales, and Cordón-Pozo, 2007; 
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Basu and Green, 1997; Michaelis, Stegmaier and Sonntag, 2010; Paulsen et al., 2013). 
However, there is a call to focus on telecommunication firms (Berson and Avolio, 2004). 
3.5 The Transformational Leadership and innovation regarding 
knowledge sharing 
This section deliberating the topic understudy by using the same classification (Eastern 
and Western) in order to reveal which variables have been used as an intermediate or 
interference in the relationship between transformational leadership and innovation 
and/or creativity in each context either eastern or western contexts. This will help in 
identify the gap precisely.  
3.5.1 Eastern Studies 
According to Birasnav, Albufalasa and Bader (2013) transformational leadership is 
positively related to product and process innovation. Transformational leaders have 
understood that traditional firms can be transformed into innovative firms only when 
human capital is created within the firms. Regarding the types of innovation (process and 
product innovation) it has been revealed that, knowledge transmissions and applications 
are both linked in a positive way to product innovation. While, knowledge acquisitions 
and knowledge applications occupied a positive impact on process innovation. Finally, 
knowledge transfer and knowledge application partially mediate the relationship between 
transformational leadership and product innovation, and knowledge acquisition and 
knowledge application completely mediate the relationship between transformational 
leadership and process innovation. There is an essential need for innovation within the 
organisations, due to the high competitive environment in which they operate, and this 
attention to innovation, carefully and constantly can be developed through the leaders' 
role in encouraging innovation. The relationship between the styles of leadership and 
organisational innovation is different from one style to another (Jabra, 2005). 
Similarly, Al-Husseini and Elbeltagi (2016) compared private and public educational 
institutions related to this relation and found that, knowledge sharing mediates the 
relationship between transformational leadership and innovation.  Likewise, using sample 
of 52 R&D departments within 52 companies from different industries in Taiwan, and 
using the term “team knowledge sharing intention”, Liu and Phillips (2011) indicated 
that, transformational leadership, positively, affects the intention of employees to share 
knowledge via group identity. At team level, the findings confirmed the relationships 
between the intention of sharing knowledge within the team and team innovativeness. 
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The findings, similarly, showed that the intention of sharing knowledge within the team 
mediates the relationship between transformational leadership and team innovativeness. 
In contrast, using IT SMEs in India, Mittal and Dhar (2015) revealed that, knowledge 
sharing holds a moderating effect in the relationship between transformational leader and 
the creativity of the employees. Moreover, Noruzy et al. (2013) found that, in 
manufacturing firms, innovation at organisational level and the performances are 
influenced by transformational leadership style, in a positive manner. In addition, 
organisational innovation is affected by the process of managing knowledge and 
organisational learning, in a direct way. This in turn, affects the organisational 
performance. As a result, transformational leadership behaviours will encourage 
knowledge management and organisational learning. Consequently, organisational 
performance is indirectly affected by organisational innovation through knowledge 
management and organisational.  
As stated previously, few studies were conducted within eastern culture regarding the 
factor knowledge sharing and its role in the relationship between transformational 
leadership and innovation.  
3.5.2 Western Studies 
In order to increase the employee's ability to innovate and encourage innovation skills 
through logical steps such as, idea generation, there are certain things that should be 
considered such as, awareness of the needs, trends and the issues surrounding the business 
environment. Such information provides source for creating new ideas, and enables 
individuals to rethink about the situation (Mumford et al., 2002). In the same lines, 
Amabile et al. (2004) assessed groups of employees' knowledges by exploring day-to-day 
activities' records regarding the leaders' attitudes in precarious and critical situations. 
Then, those groups illustrated several ways of idea generation, innovative outputs, as well 
as their viewpoints of the leader who encourages innovative activities. In addition, the 
leader not just engages in the follower's task, it rather engages in the relationships among 
the followers. An effective team has a leader who involves them in the process of decision 
making through periodic meetings. Based on this, the leader and his/her team perform 
collectively and determine the future concerns and aims. Conversely, the leader of an 
ineffective team did not ask the followers for involving in the decision making. This 
shortage of discussion damaged followers’ motivation and also prohibited the project 
from getting new ideas that could adjust and develop the work. 
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In terms of knowledge and its relationship with transformational leadership and 
innovation, Gumusluoğlu and Ilsev (2009b) asserted that knowledge obtained from the 
firm’s external environment is one of the most important sources for organisational 
innovation. Besides, the diverse functions for organisational innovations comprises: the 
organisational individualist, transformational leader, organisational buffer, and finally the 
system’s organiser. Accordingly, an organisation that has this approachable goal will be 
able to absorb innovations, in addition to an assimilative ability for novel knowledge. The 
elements of approachable goal contain powerful leadership, obvious strategic vision, 
good administrative interactions, visionary crew in focal sets, climate beneficial to 
carrying out tests and risk taking, and effective data capture structures (Greenhalgh et al., 
2004). 
Additionally, Matthews (2003) emphasised the role of the leader by mentioning the 
features of the proper leader who takes the advantage of permitting people to gain 
knowledge in order to bring about innovation. The people who allow knowledge creation 
are perceived as having knowledge sharing comprehensive culture, organisational forms 
that foster communication, kind of leadership that supports people to share knowledge, 
and holds absorbing systems. The aim is regularly to simplify people’s interactions such 
as, classifying skilled people who can share their knowledge in addition to offer the paths 
for knowledge sources. In knowledge sharing, the emphasis is on linking people. This 
comprises company specialists, communities of performing, and augmenting and 
allowing networks over shared social actions. In addition, intra-organisational assemblies, 
technological shows, seminars, scientific meetings, or a technical and marketing debate 
that improve a firm’s internal sources. 
Moreover, García‐Morales, Lloréns‐Montes and Verdú‐Jover (2008) verified that, 
transformational leadership facilitates developing a basis for organisational knowledge. 
Transformational leader, likewise, facilitates enhancing absorptive capacity, permitting 
organisations to convey knowledge much better than the market and different 
organisations, consequently, enhancing organisational learning. Whereas, organisational 
learning and transformational leadership are substantial for determining organisations 
capabilities toward produce innovation through raising the climate and decision-making 
that encourage effective creation and application of knowledge. Recently, Donate and de 
Pablo (2015) confirmed that, knowledge-oriented leadership combines characteristics of 
transformational and transactional leadership patterns, along with aspects of successful 
inspiration and communication, is antecedent to the knowledge management practises 
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such as sharing. Once again, such combination between styles is a successful technique 
of encouraging knowledge management practises to present incremental change via the 
exploitation of existing knowledge. In turn, this is essential to build and boost knowledge 
management initiatives toward additional product innovation. 
Contrary of other previous studies such as Al-Husseini and Elbeltagi, (2016) and Mittal 
and Dhar (2015) who proposed knowledge sharing as mediator and for the purpose of this 
study, knowledge sharing considers as a moderator in the relationship between 
transformational leadership and innovation. This proposition based on the social loafing 
theory (SLT) (Latane, Williams and Harkins, 1979; George, 1992; Karau and Williams, 
1993) that classifies group of contextual elements that might weaken the positive effects 
of collective reward on logical employees’ compensation performance, such as 
organisational structure, section of workforce, group scope, and job features (Jones, 
1984). Further, since knowledge sharing is considered as superior task, this study uses 
“knowledge sharing” to refer to employees’ effort (e.g. sharing knowledge with co-
workers) on their jobs being identifiable (George, 1992). 
3.6 Transformational Leadership and job satisfaction 
This section deliberating the topic understudy by using the same classification (Eastern 
and Western) in order to reveal which varaibles have been used as an intermediate or 
interference in the relationship between transformational leadership and innovation 
and/or creativity in each context either eastern or western contexts. 
3.6.1 Eastern Studies 
There are very few studies related to this topic in the eastern region, especially in Jordan. 
For example, Awamleh and Al-Dmour (2004) showed that the two styles of leadership, 
transactional and transformational are influencing job satisfaction in the banking sector, 
while, transformational style showed superior postive impact. In addition, Mohammad, 
AL-Zeaud and Batayneh (2011) conducted a study among the registered nurses in 
Jordan’s private hospitals. The results indicated that, transformational leadership 
dimensions demonstrate a very strong positive impact on job satisfaction. Particularly, 
transformational leadership style influenced internal job satisfaction. This influence was 
seen clearly via intellectual stimulation dimension. Similarly, on one hand, a significant 
positive correlation was found between transformational and transactional leadership and 
the standardised and emotional affiliation. On other hand, the ability to develop ways of 
working and job satisfaction of employees. Moreover, the transactional leadership style 
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has a positive affiliation link with the ability to develop new ways of working (Zayed, 
1999).   
Moreover, focusing on the National Oil Corporation of Libya (NOC) as a sample, Zahari 
and Shurbagi (2012) pointed out that, people in the leadership positions employ 
transformational leadership style to lead their organisation. The data analysis revealed a 
positive significant relationship between transformational leadership style, job 
satisfaction and organisational culture. Another study in public and private hospitals in 
Kuwait attempted to distinguish whether the employees performed better with 
transformational or transactional leaders. The results demonstrated that transformational 
leadership pattern was connected to an elevated level of employees’ perception of 
leadership efficacy. Also, the employees in private hospitals tended to perceive their 
leaders as transformational more than the employees in public hospitals. Moreover, 
hospitals in Kuwait may benefit from employing transformational pattern since it is 
directly linked to quality, employee satisfaction, improved productivity, and employee 
perception of leadership efficacy (Al-Mailam, 2004). 
In the same lines, Thamrin (2012) indicated that, within Indonesian private sector 
transformational leadership associated directly positively with job satisfaction and 
indirectly with job performance, in addition, job satisfaction related positively to job 
performance. This means that, job satisfaction plays as a mediator in the relationship 
between transformational leadership and job satisfaction. Likewise, within Malaysian 
public sector, it has been proved that both transformational and transactional leadership 
have strong positive effect on job satisfaction, whereas, the effect of transformational 
style was stronger (Voon et al. 2011). In contrary, another recent study within Malaysian 
public sector, revealed that only one behaviour of transformational leadership namely, 
individualised consideration, was related mostly to job satisfaction (Long et al., 2014). 
3.6.2 Western Studies 
Job satisfaction is a crucial aspect in any organisation. However, the most important 
factors that influence this aspect are the organisation’s internal culture and leadership. 
Typically, job satisfaction denotes an agreeable or optimistic emotional state that gained 
the employee’s admiration for his/her career or job (Locke, 1976). Consistent with that, 
Yukl (2013) argued that, job satisfaction might be a critical factor that affects the 
outcomes in the organisation. The nature of the relationship between the leader and the 
follower also affects this factor in addition to many other important outcomes such as job 
fulfilment, commitment, role conflict, role clarity and turnover intentions. Moreover, 
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transformational and “consideration” leadership characteristics, which are familiar in 
western societies, are deemed to be substantial for employees’ stimulus and functioning 
(Walder, 1995).  
On the same lines, Podsakoff et al. (1990) noticed an optimistic impact of 
transformational leadership dimensions on job satisfaction within various kind of 
businesses, organisational structure, and career ranks. Similarly, Gestner and Day (1997) 
concluded that, there is a significant relationship between leader-member-exchange in the 
structure of transformational leadership, job performance and satisfaction with 
supervision, inclusive satisfaction, function precision, and follower capability. 
Furthermore, it is reasonable that, transformational leaders, via their cooperative and 
visionary attitude, protect employees who are dissatisfied with their job, and motivate 
subordinates to collaborate and attain superior outcomes than predictable (Bass and 
Avolio, 1994).  
Likewise, (Özaralli, 2003) pointed out that, within an organisation where 
transformational leadership is involved, followers convey higher satisfaction level as well 
as put more effort in their work. Moreover, within the academic staff and at both level 
individual and team, Braun et al. (2013) showed that, transformational leadership was 
positively linked to employees’ job satisfaction and to objective team performance. In 
addition, trust in the supervisor as well as trust in the team played a mediator role in the 
link between individual insights of leaders with transformational leadership style and job 
satisfaction. Consistently, in the banking industry, transformational leadership found to 
be an appropriate and effective leadership style to be used in western cultures.  Also, it 
shows positive and strong impact on job satisfaction (Belias and Koustelios, 2014).   
From another perspective, Yukl (2013) asserted that by communicating an attractive, 
inspirational and achievable vision, transformational leaders provide followers with a 
significant consciousness within the organisation, and consequently, enhance their 
relational satisfaction. In other organisational context, Bogler’s (2001) investigations 
denoted that, teachers who identified their headmasters as transformational leaders notify 
greater job satisfaction as well as superior conceptualised teaching as their profession. In 
the same way, Griffith (2004) addressed in his study, the effect of transformational 
leadership on job satisfaction, staff turnover, and tasks accomplishment. He found that, 
teams’ members among schools that are run by a principal with transformational 
leadership style tended to be more satisfied with their career; in addition, these schools 
had less turnover rate. 
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In terms of emotional irritation, Wolfram and Mohr (2009) claimed that, the team's 
achievement of their goals tended to be high but, followers work satisfaction was lower. 
This situation occurred when followers record a higher level of emotional irritation than 
their managers. Conversely, in a situation where followers recorded less than their 
managers, this in turn, resulted in an inverse effect on the team's goals achievement but, 
in a positive effect on job satisfaction among followers. However, Stander and Rothmann 
(2008) stated, noteworthy associations between the leader’s empowering behaviour, job 
satisfaction and organisational commitment, in which leader empowerment behaviour 
predicts job satisfaction, and as a result, predicts organisational commitment. Moreover, 
through surveying employees in medium and large size companies in USA, (Men, 2014) 
showed that, transformational leaders, mainly, use face-to-face communication with their 
employees, whereas, face-to-face communication found to be positively associated with 
employees’ satisfaction. Moreover, existing studies on transformational leadership have 
revealed, positive effect of this style on employee behaviours and actions, such as 
confidence in leaders, job satisfaction, satisfaction with leaders, leader–follower 
relationship, organisational commitment, loyalty, job performance, employee awareness 
of organisational reputation, and organisational citizenship (Dirks and Ferrin, 2002; Judge 
and Piccolo, 2004; Men and Stacks, 2013). Furthermore, a recent reviewing of the 
literature with meta-analytic have been conducted, the results showed that 
transformational leadership style correlated positively with job satisfaction (Sun et al. 
2016).  
Ultimately, bulk of claims that have, recently, been raised to support the effectiveness of 
a specific style of leadership upon others. Form one hand, for example, transformational 
leadership and its impact on job satisfaction (Emery and Barker, 2007; Voon et al., 2011; 
Braun et al. 2013; Belias and Koustelios, 2014; Sun et al. 2016). While others found 
transactional leadership style more beneficial due to the contingent reward since it 
considers as superior priority of an employee to feel satisfied with his/her career (Riaz 
and Haider, 2010). On other hand, both styles have been shown positive connection to 
job satisfaction, in that employees showed high satisfaction with the contingent reward 
element of transactional leadership and individualised consideration of transformational 
leadership (Chen, Beck and Amos, 2005; Vecchio, Justin and Pearce, 2008; Rothfelder, 
Ottenbacher and Harrington, 2012). Whereas, Emery and Barker (2007) investigated the 
effect of two styles of leadership, transactional and transformational related to 
organisational commitment and job satisfaction of customer contact personnel in banking 
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and food store organisations. The results showed a positive connection between job 
satisfaction and organisational commitment using the two styles but, the connection via 
transformational style was stronger than transactional. 
3.7 Job satisfaction and innovation 
3.7.1 Eastern studies 
Little attention has been paid to the relationships between job satisfaction and innovation 
in eastern culture. For example, by surveying employees in manufacturing industries in 
Taiwan, McKinnon et al. (2003) found a strong positive relation among organisational 
culture values such as respect, innovation, stability and aggressiveness, employees’ 
responses of organisational commitment, job satisfaction, propensity to remain with the 
organisation, and knowledge sharing activity. In the same context, Lee and Chang (2008) 
examined the relationships between team performance, innovation and job satisfaction in 
organisations. The results indicated that, employees’ innovativeness more likely to be 
displayed in the workplace when the employees are fairly satisfied in their jobs and with 
their organisations. Moreover, Cheng, Lai and Wu (2010) investigated the impact of 
innovation on job satisfaction. They found that, the product innovation positively impacts 
organisational performance, whereas, the process innovation positively impacts the 
conflict resolution among R&D employees. However, the results showed both 
organisational performance and conflict resolution positively impact job satisfaction. 
Thus, organisations need to pay more attention to the product innovation to obtain the 
ideal R&D employee’s job satisfaction. 
While, Sabir and Kalyar (2013) used data collected from twenty-five manufacturing 
organisations in Pakistan and applied SEM to analysis and test the relationships between 
the variables of the study. They found that, organisational learning culture positively 
affects organisation’s innovativeness; however, job satisfaction has no positive effect on 
innovativeness. In Chinese context, Chen et al. (2012b) surveyed 333 team leaders from 
18 companies; the results revealed that conflict management practises positively impact 
job satisfaction as well as innovation. Continuing in the public sector within Iranian 
context, and by surveying 323 employees in order to examine the relationship between 
job satisfaction and innovative performance, Dizgah et al. (2012) found that, job 
satisfaction has a positive impact on innovative performance. However, it has been shown 
that both job satisfaction and climate for innovation predicted corporate entrepreneurship 
within private business sector (Farrukh, Iqbal and Khan, 2014). Moreover, results 
obtained via SEM, from a set of data that comprises salespeople from several types of 
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high-tech industries in South Korea, indicated that, salespeople's resistance of such 
technologies is low when achieves overall job satisfaction, since satisfied salespeople are 
vastly encouraged and loyal to their firms, they will be positively disposed to utilise the 
innovations even when its adoption is imposed (Do Cho and Chang, 2008).  
3.7.2 Western studies 
 In their investigation about the determinants of innovative behaviour, Scott and Bruce 
(1994) argued that, task type which considered as one of the aspects of job satisfaction, 
plays a moderator role in the relationship between leadership, individual problem-solving 
style, work group relations, and innovative behaviour. Additionally, their results included 
another aspect of job satisfaction, that is, work group relations. It was also found that this 
aspect positively affects innovative behaviour. Moreover, Bauer (2004) provided 
evidence from the European region, through utilising individual data from the European 
Survey on Working Conditions, relating the impact of involving in the organisation 
innovative practises on job satisfaction. The results showed that, greater level of 
involvement in high performance workplace organisations links to greater level of job 
satisfaction. As a result, these organisational innovations augment worker’s total 
efficiency. 
Interestingly, by using data collected from 28 UK manufacturing organisations with total 
of 3717 employees, Shipton et al. (2006) found that, job satisfaction predicting 
organisational innovation; however, this relationship was moderated by job diversity and 
a commitment to sole status. Likewise, the results of Trivellas and Santouridis (2009) 
showed that job satisfaction plays a mediating role in the relationship between TQM and 
innovation. The sample of the study was 90 companies (SMEs) from the manufacturing 
industry in Greece. Similarly, the multivariate analyses results confirmed that, insights of 
organisational innovation reflect statistical negative connotation with job stress, whereas, 
reflect statistical significant positive connotation with organisational commitment as well 
as job satisfaction (Lambert and Hogan, 2010). In contrast, Park, Tseng and Kim (2015) 
conducted a study to examine the effect of innovation on job satisfaction within federal 
agencies in America. The study furnished a number of results; for example, some results 
indicated positive relationship between innovation and job satisfaction according to the 
employees in distributive agencies.  
According to leaders, neglected groups such as, females, ethnic minorities and innovation 
negatively affects job satisfaction. Thus, these results confirm the argument that leaders 
play a significant role in employees’ innovativeness (De Jong and Den Hartog, 2007). In 
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a public manner, Caprara et al. (2006) conducted a study aimed at examining the role of 
self-efficacy beliefs among teachers in influencing job satisfaction and student's academic 
accomplishment. The results showed that, teachers who hold greater level of self-efficacy 
beliefs are more likely to apply educational innovations within the classroom than those 
with less level of self-efficacy beliefs. However, they claimed that, self-efficacy beliefs 
act as antecedents of job satisfaction. More interesting, an evidence from Danish financial 
companies supported the positive relationship between job satisfaction and innovation. In 
that, job satisfaction and innovative work behaviour could be affiliated in settings 
described as innovation trust (Bysted, 2013).  
There are various models within different studies that depict the nature of the relationship 
between, from one hand, transformational leadership and job satisfaction (Albion and 
Gagliardi, 2007; Berson and Linton, 2005; Braun et al., 2013; Bushra, Ahmad and 
Naveed, 2011; Gill et al., 2010; Linjuan, 2014) and, the other hand, job satisfaction and 
performance, taking in mind that innovation is one of the performance’s aspects Lee and 
Chang, 2008; Shipton et al., 2006). However, little is known about the nature of such 
relationships as well as the role played by job satisfaction in this relationship. 
Accordingly, the current study proposes that, job satisfaction plays a mediating role in 
the relationship between transformational leadership and innovation. In that, job 
satisfaction within the nomological system has, rarely, been clearly conveyed in the 
organisational studies. It has, conversely, been indirectly exhibited in both vital 
theoretical appraisals and empirically adapted work (Hulin and Judge, 2003; Judge et al., 
2001). This, likewise, is consistent with Social-Exchange Theory (Tajfel, 2010), the 
Norm of Reciprocity Theory (Gouldner, 1960), Perceived Organisational Support 
(Rhoades and Eisenberger, 2002), and theories of psychological contracts (Rousseau, 
1989). 
3.8 Summary 
This chapter discussed the most relevant literature regarding the issue undertaken in the 
present study. The majority of the academic work regarding innovative outputs revealed 
a positive effect of transformational leadership. For example, Waldman and Atwater 
(1994) examined ways in which leaders can improve R&D project effectiveness. Based 
on interviews and surveys among R&D project followers, leaders and higher-level 
managers. They deduced that, transformational leadership creates a positive difference. 
Moreover, Keller (2006) searched transformational leadership as a longitudinal predictor 
of performance. The results showed that transformational leadership style predicts (1-
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year-later) technical quality, schedule performance, cost performance, and all indicators 
of a project team’s capability to innovate. Transformational leadership also predicts (after 
5-years) speed to market, another indicator for the capability of a project team to take 
advantage of innovation. Two dimensions of transformational leadership namely, 
inspirational motivation and intellectual stimulation tended to be the most influential in 
research projects, which mostly addresses the radical innovations that need authenticity 
and knowledge acquisition from external sources of the project members. 
In contrast, transformational leadership style found to have no effect on innovation. For 
example, in searching a manufacturing firm, Basu and Green (1997) demonstrated that, 
there is a negative correlation between transformational leadership and employees’ 
innovative behaviour. The sample of this study consists of 225 team members and their 
leaders. Likewise, in another study, consisting of 399 managers from the middle level, 
Krause (2004) found that, transformational leadership style is unrelated to the innovative 
behaviour among the followers. On the other hand, they found that other leader 
behaviours were more important (e.g. providing autonomy to middle managers).  
This chapter presents a comprehensive theoretical background about the research’s 
variables namely, transformational leadership, innovation, knowledge sharing and job 
satisfaction. In addition, after critically reviewing the recent and most cited researches, it 
leads to inconsistent findings and results which makes investigating this topic significant 
towards better understanding of the nature of the relationships among these variables. In 
addition, it provides empirical evidence about any existing connection between leadership 
style and innovation in general, and specifically the way that transformational leadership 
style affects innovation through these variables. In conclusion, prior studies and 
researches propose compound and multifaceted relationships between transformational 
leadership behaviours and assesses of all types of innovation. The relationship might be 
moderated or mediated by contextual variables. 
Wherein, as discussed earlier in this chapter, the previous studies have not, up to date, 
search the direct impact of transformational leadership in reinforcing product and service 
innovation, as well as the indirect impact through mediating role of job satisfaction and 
moderating role of knowledge sharing, regading Jordanian telecommunication sector. 
Consequently, based on the aformentioned debate and in accordance with the aim and 
objectives of this study, innovation is defined as “accepting, improving, and applying 
new products and services via forming and utilising new technology, good financial 
management, and the continuous skills’ improvements”.    
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4 CHAPTER FOUR: CONCEPTUAL FRAMEWORK AND 
HYPOTHESES DEVELOPMENT 
4.1 Introduction 
This chapter provides a full picture of the problem under study as well as demonstrates 
the conceptual framework for this thesis. Further, it discusses the topic from different 
aspects, the direct impact of TL on INN and the indirect impact through JS as a mediator 
and KS as moderator. Moreover, the related discussions and debates about TL and 
innovation in terms of Jordanian telecommunication industry will be represented in order 
to come up with relevant hypotheses. This chapter also provides the arguments that are 
used for the hypotheses developments.   
4.2 Transformational leadership and Innovation 
Transformational leadership is described as a facilitator for innovation within the 
organisations (Eisenbeiß and Boerner, 2013). In order to bring about innovation whether 
improving services and products, or improving processes within an organisation, there is 
a kind of adherence needed, in addition to foster the communications among individuals 
at all levels (Jung, Chow and Wu, 2003). Leaders with transformational style are able to 
make the followers perform to fulfil the vision of the organisation, which in turn, gives 
clearer image about the desired performance and the goals to be achieved. This vision 
with clearer imagination acts as an engine that makes the employees think of how this 
will be done in a perfect or, in other words, novel way. This also enhances the opportunity 
for more innovative behaviours (Chen et al., 2012a). Those leaders hold a survival and 
vital idea about the organisation’s vision; in addition, the ability to prepare a suitable 
workplace to bring about innovation (Sánchez et al., 2011). 
The four behaviours (4 Is) of transformational leadership style are triggers that allow 
employees to do their best. With idealised influence, transformational leaders can 
assemble trust and regard between followers, articulate trust in the hierarchical vision, 
ingrain adoration, adherence and responsibility, share the risks with followers, and 
highlight the significance of holding an aggregate feeling of the organisation’s main goal 
(Yukl, 2013). By applying inspirational motivation, leaders are able to induce employees 
to attain the desired results through establishing a collaboration environment and team 
spirit (Bass and Avolio, 1993). They form the vision, increase idealistic duty to that 
vision, give careful consideration to boosting successful correspondence and the sharing 
of norms, and empowering a suitable domain for innovation. Moreover, this style of 
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leadership supports individuals' impression about the significance of the qualities 
connected with coveted results that will enhance their accomplishment (Bass, 1985). 
Nevertheless, transformational leaders, through intellectual stimulation, support the 
creative ability and innovativeness of their subordinates. This gives an opportunity to 
rethink about some of their suppositions and old methods for getting things done. They 
are urged to reformulate and consider old issues in novel imaginative techniques (Sarros, 
Cooper and Santora, 2008).  
 Subordinates under transformational leadership style are not perplexed at being criticised 
in the event they express an alternate assessment to their leaders (Avey et al., 2008). At 
the point when people are urged to re-examine their thoughts and realise that their 
thoughts are viewed as essential by their leaders, they will probably concoct 
innovativeness suggestions that could improve product or service and procedure 
advancement (Bass and Riggio, 2006). Through utilising individualised consideration, 
transformational leaders fabricate singular associations with their subordinates and care 
about their requirements, aptitudes, capacities and desires in a manner that encourages 
them to perform much better, and in turn, brings about innovation (Aldmoor, 2009). They 
assist their followers to understand their personal capability by consolation, backing and 
comment. Transformational leaders pay attention to and consider their subordinates’ 
desire, participation, and commitments, as well as demonstrating the way of achieving 
their aims (Charbonnier-Voirin, El Akremi and Vandenberghe, 2010). Transformational 
leadership style can expand the individuals’ longings to go up for more commitments. At 
the point when leaders are worried about their subordinates’ emotions and provide 
backing and consolation, the subordinates will struggle to make the leaders proud of the 
accomplishment; this probably will include thinking critically towards enhancing the way 
of performing, which also needs to react in an innovative way (Abbas, 2010). 
By stimulating followers intellectually and incorporating practises that expand followers’ 
enthusiasm and getting them familiar with the issues of work. This builds up their capacity 
and penchant to rethink about issues in novel techniques (Bass, 1985). The impacts of 
scholarly incitement are found in increments devotees' capacities to conceptualise, 
fathom, break down issues, and enhance the nature of arrangements that they produce 
(Bass and Avolio, 1990). This leadership behaviour has not been the focus for broad 
research; this structure is mostly engaged inside reliable arrangement of practises than 
alternate sub dimensions of this style of leadership. Therefore, the meaning of behaviour 
received by Bass and his associates is held in this study. Taking into account the work of 
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Bass (1985), in which he characterised intellectual stimulation as: Upgrading 
representatives' enthusiasm for, consciousness of issues, and expanding their capacity to 
consider issues in novel techniques. Furthermore, unexpected incentive includes 
compensating subordinates for achieving indicated accomplishment levels, also, makes 
differences in employees’ efforts. Bass (1985) recommended acclaim for a function 
admirably completed, boosts in salary and promotions, and recognitions for astounding 
exertion as cases of unexpected incentive practises. Experimental confirmation 
demonstrates that unexpected incentive is decidedly associated with transformational 
leadership, and shows a comparable example of connections to results as the 
transformational sub-dimensions (Den Hartog, Van Muijen and Koopman, 1997; Tepper 
and Percy, 1994; Carless, 1998).  
Recently, Yasin et al. (2014) claimed that a specific behaviour of transformational 
leadership, namely, intellectual stimulation, has positive impact on innovations and the 
performance of small and medium enterprises. Additionally, since the leaders in these 
enterprises stress on the intellectual stimulation, as an individual construct of 
transformational leadership style, they will have the ability to improve innovation and 
they will hold advanced performance. Similarly, CEO’s transformational leaders found 
to have a supportive direct impact on innovation in addition to moderating impacts 
through both features of the environment (uncertainty and competition) and four firm-
level characteristics: climate of support for innovation, formalization, centralization, and 
empowerment, however, in the latter situation, the impact was contrary.  
Nonetheless, these studies concentrated on the impacts of leadership in improving 
innovation, but did not pay particular attention at the way the four behaviours of 
transformational leadership influence innovation, especially among individuals from staff 
taking a shot at item and procedure improvement. Besides, no precise exploration has 
inspected the presence of such connections (Mumford et al., 2002) in the third world 
countries, thus, there is a demand for more researches in such context in the 
telecommunication sector (Hu, Gu and Chen, 2013). Finally, the impact of TL behaviours 
on innovation has been supported, in which these behaviours facilitate the diversity of 
thinking. This in turn, has been connected to innovation (De Dreu and West, 2001). 
4.3 Transformational leadership and job satisfaction 
On the one hand, all measurements used in inspecting JS included an aspect to assess how 
much the employees are satisfied with their leaders (Locke, 1969; Weiss et al., 1967). 
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This asserts the importance of the role played by the leader in making employees satisfied. 
On the other hand, another aspect is the relations with co-workers; however, leaders play 
significant role in building team spirit as well as trust among the employees. In that, a 
common goal to be achieved will create a strong team with strong relations since the team 
shares this goal, and the team’s members will make efforts together towards achieving 
this goal. Furthermore, articulating a common vision by the leader will help in building 
that kind of team (Northouse, 2012).      
Currently, associations primarily, group-grounded formations, need pioneers for directing 
and inspiring individuals as well as groups as whole. Additionally, leaders ought to 
understand that the individual inside the team is an important matter and be aware of 
inspiring and empowering both groups and individuals (Chen et al., 2007). There are a 
number of difficulties in directing groups such as, adjusting individual’s objectives to 
meet the mutual mission, directing assets, building up a positive environment of trust and 
support, as well as planning data exchange and job accomplishment (Zaccaro, Rittman 
and Marks, 2002). However, while researchers stressed that, the leadership investigation 
is distinctively multilevel in nature (Bliese, Halverson and Schriesheim, 2002), leadership 
exploration has been experiencing a shortage of intentional hypothetical and practical 
differentiation between stages of examination (Avolio, Bass and Jung, 1999). 
Modern leaders ought to, preferably, display individual backing, in addition to holding an 
innovative advantage. These characteristics are features of transformational leaders, 
keeping in mind there are critical elements added to hierarchical viability and job 
satisfaction among followers (Adebayo, 2005; Pillai and Williams, 2004). 
Transformational leaders might attain a pleasant harmony between organisational 
performance and job satisfaction by taking into consideration individual capacities and 
needs, and in the meantime, being exceptionally dynamic and included in driving 
subordinates towards accomplishing team aims (Bass and Avolio, 1993; Kirkbride, 
2006). Moreover, transformational leadership is, likewise, essential for employees’ job 
satisfaction. It is natural that the additional stress occurring when changing the present 
prompts additional misery in employees and lowers work environment spirit, thus, 
impacts job satisfaction (Podsakoff, MacKenzie and Bommer, 1996). Transformational 
leaders are concerning about followers’ trouble and occupation disappointment, and 
persuade adherents to work together and accomplish more noteworthy outcomes than 
anticipated (Bass and Avolio, 1993). 
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Many researchers and scholars have touched this specific area on both levels, individual 
and team. In earlier studies such as, the one conducted by Hater and Bass (1988) 
conditional incentive and transformational leadership were shown to be positively linked 
with follower’s satisfaction with management, their works, their whole states, and 
efficiency. Whereas, when managers show advanced standards of transformational 
leadership practises, satisfaction with supervision and overall satisfaction will be 
increased (Brown and Dodd, 1999). Similarly, recent studies such as, Judge and Piccolo 
(2004), based on meta-analysis method, revealed that, individuals’ views of 
transformational leadership mangers linked positively to job satisfaction in several 
researches.  
Moreover, transformational leadership aspects were positively associated with job 
satisfaction through organisational change, wherein, these associations were mediated by 
the collective efficacy of the staff (Albion and Gagliardi, 2007). In the same context, a 
positive connection between intellectual stimulation and job satisfaction took place, since 
this behaviour encourages brainstorming that makes the workplace more active and 
preferable to perform within (Hanaysha, Khalid and Mat, 2012). Furthermore, 
transformational leadership boosts the relationship between leader and follower. It is a 
style that applied to produce advanced stage of job satisfaction and organisational 
commitment of employees. In addition, transformational leaders assist employees to be 
more innovative, creative and generate novel ideas, and this in turn gives the organisation 
an advantage to grow competitively and adopt with any changes in the external 
environment (Bushra, Ahmad and Naveed, 2011). 
4.4 Job satisfaction and innovation 
Job satisfaction indicates the employee’s overall state of mind towards employment. The 
higher the job satisfaction, the more probable the employee will maintain an optimistic 
state of mind about his/her duties (Wang, Jing and Klossek, 2007). Job satisfaction related 
and connected to optimistic working environment results in expanded organisational 
commitment (Brown and Peterson, 1993). One of the most focused fields in studying job 
satisfaction is the connection between job satisfaction and other variables, for example, 
work performance. Also, job performance has been divided into four aspects containing 
task performance, contextual performance, learning performance, and innovation 
performance taking into account that innovation performance is an essential part of staff's 
job performance. Based on this, one of the most significant aspects reflecting how much 
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an employee is satisfied with his/her job is assign the right tasks to the right persons (Rich, 
Lepine and Crawford, 2010; Mumford and Licuanan, 2004). 
It is known that the possibility of member career responsibility can be increased through 
innovative and strong hierarchical society. This in turn, drives them towards investigating 
better approaches for performing work duties (O'Reilly, Chatman and Caldwell, 1991). 
Facets of the performance conditions have, likewise, appeared to be an element of job 
satisfaction (Arvey et al., 1991). An expansion has been observed in employees’ job 
satisfaction, effectiveness and outputs. This expansion is due to the knowledge acquiring 
and evolution priority given by the organisations (Popper and Lipshitz, 2000; Hurley and 
Hult, 1998). Since the business environment is turning out to be progressively aggressive 
and the rate of innovation is developing along with the goal that information must develop 
at a faster rate. Consequently, facing the conveyance of learning resources in an 
organisation for production of upper hand has turned out to be more essential. 
Furthermore, organisation’s member must learn and innovate even in their standard 
duties. Along these lines, guaranteeing a learning organisational culture can lead to better 
level of job satisfaction (Shipton et al., 2006). Wherein, George and Zhou (2002) showed 
that negative feelings of job were decidedly identified with innovative execution when 
acknowledgment and incentives for creative execution and clarity of emotions (a meta-
mood procedure) were high. 
Moreover, shedding the light at the immediate and roundabout connections between 
caring climate, job satisfaction, organisational commitment, and work accomplishment, 
in which, caring climate had a huge effect on organisational commitment by means of job 
satisfaction but, in an indirect way. It also had effect on job performance throughout the 
intervening part of job satisfaction and organisational commitment. Likewise, job 
satisfaction had noteworthy direct effect on organisational commitment, which 
additionally had a critical circuitous effect on job performance (Nerkar, McGrath and 
MacMillan, 1996). Further, organisational innovation brings about upgraded profitability, 
market initiative and workplaces. However, organisational innovation does not prompt 
operational proficiency and employees’ maintenance. Organisational innovation prompts 
organisations working outside their centre competency yet, does not have an unfavourable 
ecological effect. Organisational innovation has more prominent effect on small 
organisations.  
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Ultimately, there is a lack of researching the relationship between job satisfaction and 
innovation (Laforet, 2013). Following the work of Chen et al. (2012b) who suggested 
more investigation on the relationship between job satisfaction and innovation, based on 
the fact that industries differ regarding the definitions and types of the two concepts, in 
addition, the ways to best maintain job satisfaction and support innovation may vary 
among industries. 
4.5 Transformational leadership and job satisfaction regarding 
innovation 
The link between transformational leadership style and job satisfaction has been 
discussed previously in section 4.3, and also the proposed relations between job 
satisfaction and innovation addressed in section 4.4. Transformational leadership style 
implicitly affects performance through its effects on job satisfaction. Transformational 
leader is able to diffuse and encourage a sense of self-esteem and commitment, and 
support individuals within the group to collaborate throughout the articulation of opinions 
and contribution in choices (Bass and Riggio, 2006; Paulsen et al., 2009; Mann, 2005). 
Job satisfaction eventually guides towards work accomplishment and organisational 
commitment, thus, confirming organisational success (Spector, 2003). Therefore, this 
study argues that transformational behaviours, namely: idealised influence, inspirational 
motivation, intellectual stimulation and individualised consideration encourage and 
provide employees with appropriate job satisfaction. 
Job satisfaction is a key to creating an adequate workplace, which in turn, offers the 
individuals with more opportunities to become critical in rethinking about issues and 
ways of solving them; this allows the employees to be more innovative and generate new 
ideas (Bartram and Casimir, 2007). Through applying intellectual stimulation, 
transformational leaders endorse followers to think innovatively, evaluate the problem 
from several viewpoints and examine novel and superior solutions of the problem through 
utilising knowledge (Schepers, Wetzels and Ruyter, 2005). Nevertheless, 
transformational leaders pay more attention to personal issues of followers by using 
individualised consideration, this in turn, gives the followers support to solve their 
problems and feel more satisfying in the workplace (Northouse, 2014; Cavazotte, Moreno 
and Hickmann, 2012). 
Transformational leaders provide employees with the appropriate job environment 
through sharing the future vision and mission of the organisation, as well as, they act as 
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a role model by using idealised influence (Yukl, 2013; Bass and Avolio, 1994). Through 
inspirational motivation, transformational leaders articulate clear objectives to be done 
and provide enthusiasm needed to inspire followers to accomplish their duties. There are 
some factors that are necessary in order to offer suitable work environment, some of these 
factors are: payment, promotion, supervision, company policy, co-workers (Okpara, 
2004; Glisson and Durick, 1988). Therefore, some argue that job satisfaction is assumed 
to be a predictor for good job performance (Wirtz, Heracleous and Pangarkar, 2008; Judge 
and Bono, 2001). On the other side, some factors that assure job satisfaction are related 
to the job content expressed by the nature of the job itself, respect, attainment, opportunity 
of promotion, progression, and responsibility. If the leader has the ability to offer these 
factors, as much as he/she could, he/she will perform as motivator of the individual 
toward greater endeavour and functioning (Parsons and Broadbridge, 2006). Furthermore, 
Mahmoud (2008) found a positive correlation between nurses' job satisfaction and 
transformational leadership. 
the current study proposes that, job satisfaction plays a mediating role in the relationship 
between transformational leadership and innovation. In that, job satisfaction within the 
nomological system has, rarely, been clearly conveyed in the organisational studies. It 
has, conversely, been indirectly exhibited in both vital theoretical appraisals and 
empirically adapted work (Hulin and Judge, 2003; Judge et al., 2001). This, likewise, is 
consistent with Social-Exchange Theory (Tajfel, 2010), the Norm of Reciprocity Theory 
(Gouldner, 1960), Perceived Organisational Support (Rhoades and Eisenberger, 2002), 
and theories of psychological contracts (Rousseau, 1989). Most important, one of the 
widely used theories in explaining such intermediate effect, that is, social exchange theory 
(Blau, 1964). This theory implies that when a person obtains a favour, the obtainer is 
expected to retain a responsibility to payback the favour to the giver in indefinite time. 
relations are viewed as a double-edged sword (Teye, Sirakaya and Sönmez, 2002). 
leaders, mainly, responsiple for sustaining good work environment and conditions such 
as leader-follower relationship, good relations between employees, provide good and fair 
promotion opportunities and assigning approproiate tasks. Consequently, employees 
should repay by showing good performance (Judge et al., 2001). As innovation is one of 
the performance aspects, in turn, this increases innovativeness through employees 
(Nerkar, McGrath and MacMillan, 1996). Based on the abovementioned discussion, 
inadequate consideration has been given to the relationships among these elements, in 
addition, unclear nature of theses relations as well as inconsistence in the results of the 
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findings. Therefore, this study aims to fulfil the gap in the literature by investigating the 
impacts of transformational leadership on innovation through the mediating role of job 
satisfaction as proposed in Figure 5.1. 
4.6 Transformational leadership and knowledge sharing regarding 
innovation 
4.6.1 Transformational leadership and knowledge sharing 
Knowledge sharing indicates the association amongst certain concepts such as donating 
and collecting, tacit and explicit, and absorbing and slack. It also expresses learning 
applicable to the job that needs to be done (Radzi et al., 2013). Additionally, knowledge 
sharing assumes an imperative part in the intensity of an association (Fullwood, Rowley 
and Delbridge, 2013). It is known that, associations will turn out to be more successful 
through making, sharing and reclaiming information (Alavi, Kayworth and Leidner 
2005). Likewise, it has been claimed that transformational leadership can advance and 
develop standards and qualities that support knowledge sharing (Bryant, 2003). As 
indicated by Bollinger and Smith (2001), hierarchical society assumes as an essential part 
by empowering authoritative individuals to cooperate and share their insights. Alongside 
transformational administration, numerous contemporary associations have a dynamic 
enthusiasm for information administration to upgrade worker efficiency and execution 
through more viable learning, catching, and sharing (Argote, McEvily and Reagans, 
2003; Argote and Miron-Spektor, 2011). Knowledge sharing among workers has, for 
some time, been viewed as a standout amongst the most essential "achievement elements" 
in information management (Carmeli, Atwater and Levi, 2011; Mueller, 2014). 
Attributable to this significance, numerous researchers have led observational studies on 
learning sharing practises and found that workers' expectation to share information can 
be utilised as a pointer for their genuine information sharing practises (Wai Ling, Sandhu 
and Kishore Jain, 2009; Lin and Lee, 2004). Moreover, Reychav and Weisberg (2010) 
recognised that representatives' knowledge sharing goal straightforwardly and in a 
roundabout way affected workers' genuine knowledge sharing practises. 
In the same context, there is evidence of a positive association between transformational 
leadership behaviours and knowledge sharing. These behaviours providing the 
subordinates with psychological empowerment, organisational commitment and 
organisational citizenship behaviour, in turn, this will encourage the practises of 
knowledge sharing among their subordinates (Han et al., 2016). Wherein, 
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transformational leaders through communicating balanced association, they ordinarily 
share the vision and displaying the method for achieving objectives (Akpotu, 2013). 
Moreover, Shih, Chiang and Chen (2012) found that transformational leadership have 
positive impact on building knowledge sharing behaviour, wherein, trusting climate 
mediates found to be as mediator in this relationship in Taiwanese enterprises. In addition, 
it has been found that transformational and transactional are vital for the use of knowledge 
management (Analoui, Hannah Doloriert and Sambrook, 2012). Additionally, 
transformational leadership is observed as more essential than transactional regarding 
empowering knowledge sharing practises between employees, specifically, within private 
sector in the UAE (Behery , 2008).  
In spite of the fact that, previous literature has considered the connection between 
transformational leadership, knowledge sharing and innovation, however, examinations 
regarding this relationship have not completely analysed the mechanisms through which 
transformational leadership forms followers’ accomplishment and behaviour (Yukl, 
2013), and there is a need for more exploration about the nature role palyed by knowledge 
sharing in different kinds of organisations (Leidner, Alavi and Kayworth, 2006) 
specifically, in developing countries (Jahani, Ramayah and Effendi, 2011). 
4.6.2 Knowledge sharing and innovation 
A gateway to knowledge could help individuals as well as teams within the organisation 
to invent better approaches to take care of issues and take part in further inventive 
exercises (Rodan and Galunic, 2004). Innovative efforts lead to rethink of issues and 
enhance the execution (O’Reilly and Tushman, 2004). Innovation relies upon workers' 
learning, talents, and experience of significant worth creation (Asheim, Coenen and 
Vang, 2007). New knowledge is basic for creating inventive views for new services and 
products (Popadiuk and Choo, 2006). According to the knowledge-based notion that 
recommends: The businesses require displaying information foundation yet, more 
essentially is knowledge sharing (Alavi and Leidner, 2001). In that, knowledge is 
implanted in people, so it is essential to be shared among employees in any organisation 
with the goal of building up new programs and rational procedures, which in turn, might 
be helpful in generating new ways to solve problems (Arnett and Badrinarayanan, 2005; 
Earl, 2001).  
At a point when individuals distribute and share the implicit information and adapt it into 
explicit knowledge through gathering and giving then, aggregate learning is produced, 
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which enhances the load of learning accessible to the firm (Hislop, 2013). It is claimed 
that, firms that endorse a knowledge sharing climate among individuals are expected to 
create novel views which may drive innovative services or products (Phelps, Heidl and 
Wadhwa, 2012). Individuals and teams are able to reshape and use available knowledge 
in novel courses in order to modify and build up their assignments, thorough knowledge 
practises, thus, creating new knowledge that can be utilised for offering innovative 
services and products (Wang and Wang, 2012; Carmeli, Gelbard and Reiter‐Palmon, 
2013).  
According to knowledge-based perspective, knowledge is considered as an important 
asset of firms (Martín-de Castro et al., 2013); while, researches in knowledge field have 
developed it as an imperative manner of firm’s innovativeness (Von Krogh, Nonaka and 
Rechsteiner, 2012). While bearing in mind, the use of knowledge sharing activities is vital 
to make a knowledge sharing society and climate (Hislop, 2013). Knowledge sharing is 
represented as a procedure that incorporates the reciprocity and sharing of implicit and 
explicit knowledge between individuals. Noticeably, knowledge is the centre segment of 
innovation (Yang, 2013; Nieves, Quintana and Osorio, 2014). Through knowledge 
sharing, organisation may be able to create opportunities in order to generate novel and 
innovative ideas (Bate and Robert, 2002; Taylor and Wright, 2004). Organisational 
culture is an important determinant of climate. Such a view is consistent with the work of 
Moran and Volkwein (1992) who argued that, climate reflects the shared knowledge and 
meanings embodied in an organisation’s culture. 
Several studies have explored this topic in different contexts and from various 
perspectives. For example, a recent study by Nieves, Quintana and Osorio (2014) in the 
hotel industry, where the researchers conducted a survey of 109 hotels in Spain using self-
administered questionnaire showed that, knowledge as an intangible asset is vital for 
attaining innovation in service organisations. In addition, knowledge is not limited to 
internal sources; rather it could be obtained from external sources. The study also showed 
that, due to the major impact of different types of knowledge on bringing about 
innovation, managers should give more consideration of any possible way to gain any 
type of knowledge.  Andreeva and Kianto (2011) studied the knowledge processes’ 
impact on innovation performance. These processes are: creation, documentation and 
storage, sharing, and acquisition and intensity. The findings of the study stressed that, 
knowledge creation can predict innovation in different aspects such as, management and 
marketing innovation. Likewise, Ferraresi et al. (2012) revealed that, knowledge sharing 
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as a process of knowledge management hold a significant effect on innovation. The study 
was conducted by employing questionnaire survey, and the sample was managers of 
corporate areas such as, marketing, R&D, finance and human resources from different 
firms in Brazil.  
Nevertheless, a positive association had been found between knowledge creation and 
sharing, and innovation within a supportive environment that arouses and boosts the 
conversion of knowledge into innovation, whereas, hierarchical structure reduced the 
association (Chen, Huang and Hsiao, 2010). On the same lines, Hung et al. (2010), 
through surveying 223 managers from 1139 Taiwanese high-tech companies, showed 
that, total quality management had an impact on knowledge creation, sharing, transfering, 
and application. In turn, those processes positively affect the rapidity, extent and level of 
innovation. In spite of the fact that, previous literature has deeply and wildly investigated 
the connection between knowledge sharing and innovation, few studies contacted 
knowledge sharing and its impact on the product and service innovation (Zhou and Li, 
2012), especially, in developing countries and particularly in Jordan’s business 
environment (Al Shaar et al., 2015). As a result, there is a necessity for more 
investigations addressing the practical consequences of knowledge sharing for product 
and service innovation (Lin, 2007). 
Building on the social loafing theory (SLT) which speculates that, the social loafing 
phenomenon caused productivity cost within the team work (Latane, Williams and 
Harkins, 1979; George, 1992; Karau and Williams, 1993). The contribution of the 
individuals within the team will be decreased based on theory; this case occurs when their 
work and effort cannot be assessed (Chidambaram and Tung, 2005). Moreover, 
knowledge sharing will reduce the intention of social loafing for rational employees 
(Liden et al., 2004). So, under high knowledge sharing, high innovative behaviour of 
individuals believes that gaining organisational rewards is due to their previous effort. 
Consequently, as the term knowledge sharing has been perceived as a common interest 
that encouging thinking process and motivates new ideas from one hande. On the other 
hand, productivity and performance depicted by new products and services, in other 
words, innovative ideas (Mairesse and Mohnen, 2002). Knowledge sharing processes 
offer a competitive advantage for different sorts of businesses. A competitive advantage 
may characterise a new product or service in the market, this new product or service is 
produced through innovative behaviours among employees. However, knowledge 
sharing operates as one of the most important channels for innovative behaviours, this 
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depends to the ability of these companies to integrate the knowledge, proficiency and 
skills of the staff, in addition to the useful of the most successful administrative 
performances in their daily tasks. This involves the sharing of knowledge as well as 
converts it into practise (Lengnick-Hall, 1992).  
The connections between transformational leadership style and knowledge sharing, and 
knowledge sharing with innovation have been highlighted is sections 5.4 and 5.6, 
respectively. Indirectly, it is recommended that transformational leadership style 
influences innovation through the impact of knowledge sharing. By instilling esteem, 
appreciation, and commitment in employees, leaders could boost innovation practises 
(Avolio, Waldman and Einstein, 1988; Bass and Riggio, 2006; Bertocci, 2009). 
Accordingly, knowledge is vital towards innovation in organisations. Whereas, 
innovation is an activity of identifying problems and generating new knowledge to 
resolve them (Damanpour and Schneider, 2006; Nonaka, Von Krogh and Voelpel, 2006; 
Trott, 2008), since explicit knowledge is transformed from tacit knowledge that is rooted 
in different individuals. Organisation’s members pursue the processes of knowledge 
sharing in order to facilitate transforming the knowledge, producing novel procedures and 
rational patterns, and resolving problems (Nonaka, 2008; Von Krogh, Nonaka and 
Rechsteiner, 2012).  
Transformational leaders are able to foster and endorse an adequate climate for 
knowledge sharing between followers through spreading trust, admiration, respect and 
faith in the work environment. This in turn, allows transformational leaders to control the 
knowledge flows as well as the skills exchange and experiences that already inhabit 
individual minds (Avolio and Yammarino, 2013; Tucker and Russell, 2004).  Moreover, 
such leaders have the ability to establish team essence through promoting responsibility, 
commitment, and communication (Bryman, 2013; Bass and Steidlmeier, 1999). They also 
encourage individuals to think, observe, and find out new methods of old problems. 
Finally, transformational leaders have the ability to give more attention to their 
employees, and supporting them to resolve their problems (Bass and Riggio, 2006; 
Northouse, 2014).  
As mentioned earlier, knowledge-based principle propose that knowledge could be shared 
between employees in the organisation by donating and gathering, then, accumulation 
knowledge will become accessible, and this will assist in creating novel ideas, 
consequently, enhance product and process innovation (Von Krogh, Nonaka and 
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Rechsteiner, 2012; Du Plessis, 2007). Thus, this study claims that although 
transformational leadership found to be useful style in leading people throughout the four 
behaviours acted by the leader, namely, idealised influence, inspirational motivation, 
intellectual stimulation, and individualised consideration. However, knowledge sharing 
process acting as enabler for new ideas in the work environment. Wherein, knowledge 
could be gained through donating and collecting, then, this will be directed to innovative 
notions towards progressing and developing the product and service innovation within 
the firm.  
Even though, transformational leadership might influence innovation in a direct way, 
previous literature has recommended that the direct impacts could be complicated to 
segregate (Michaelis, Stegmaier and Sonntag, 2010). Inadequate consideration has been 
given to the systems that might interpret these relations; thus, research is required to 
classify and recognise the systems throughout which transformational leadership affects 
performance interrelated to innovation (Srivastava, 2006). Hence, the aim of this study is 
to fulfil the gap found in the literature through investigating the impacts of 
transformational leadership on innovation via the moderating role of knowledge sharing 
as proposed in Figure 5.1. 
4.7 Transformational leadership in Jordanian Telecommunication 
sector 
Transformational leadership is a new trend of leading people in the workplace and has 
been widely used recently, whether in private or public sector (Walumbwa, Avolio and 
Zhu, 2008b). It has been proved that transformational leadership has the ability to 
rearrange and make adjustments of employees’ norms as well as endorse change in 
organisations and humans (Bass and Riggio, 2006). Mixed and inconsistent findings have 
been documented in previous studies regarding the employing of transformational 
leadership style within the work environment in the private sector. For example, 
Gumusluoğlu and Ilsev (2009a) indicated that, internal and external support provided by 
transformational leadership positively associated with organisational innovation within 
micro- and small size Turkish entrepreneurial software development companies.  
Awamleh and Al-Dmour (2004) showed that, transformational leadership style and self-
efficacy were all linked to job satisfaction. Consistently, a recent study in Jordanian 
private sector, specifically, in private hospitals by Mohammad, AL-Zeaud and Batayneh 
(2011) revealed that, positive relationship has occurred between the five behaviours of 
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transformational leadership and job satisfaction. Moreover, an example of such 
investigation in the public sector, Alzawahreh (2011) revealed a positive connection 
among transformational leadership and creativity. He demonstrated that, the greater the 
transformational leadership behaviour of supervisors the greater the creativity level of 
faculty members in a number of higher education organisations in Jordan.  Moreover, a 
very recent study regarding Jordanian private sector by Al-Qura'an (2015), revealed that, 
transformational leadership dimensions are positively effecting organisational change 
management at the structural, technological and human capital level.  
As discussed above, there have been few studies in Jordan context; some of these studies 
were in the public organisations. Moreover, the studies in the private sector related to the 
transformational leadership have not touched innovation manner in the same way that the 
researcher does.  Many studies have touched this specific topic in various types of 
businesses in the private sector. As a result, there is still kind of lack in examining such 
relations, particularly, in the context of developing countries. According to the 
researcher’s best knowledge the studies in this topic are very rare. Even though, there is 
inconsistency in the findings of such studies. This study attempts to examine, on the one 
hand, the direct impact of transformational leadership behaviours on product and service 
innovation within Jordanian telecommunication sector, on the other hand, examines the 
indirect impact of transformational leadership on product and service innovation through 
job satisfaction and knowledge sharing.
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Figure 4-1 Proposed conceptual framework of the study
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4.8 Hypotheses of the research 
The proposed conceptual framework of this study suggests the following hypotheses: 
First: Based on the discussion in section 4.2, the study suggests the following hypotheses: 
H1: Transformational leadership behaviours directly and positively impacts product and 
service innovation in Jordanian telecommunication sector. 
This is followed by the sub-hypotheses: 
H1a: Idealised Influence directly and positively impacts product and service innovation 
in Jordanian telecommunication sector. 
H1b: Inspirational Motivation directly and positively impacts on product and service 
innovation in Jordanian telecommunication sector. 
H1c: Intellectual Stimulation directly and positively impacts product and service 
innovation in Jordanian telecommunication sector. 
H1d: Individualised Consideration directly and positively impacts product and service 
innovation in Jordanian telecommunication sector. 
Second: According to the discussion in section 4.3, the study suggests the following 
hypothesis:  
H2: Transformational leadership behaviours directly and positively impacts job 
satisfaction in Jordanian telecommunication sector. 
This followed by the sub-hypotheses: 
H2a: Idealised Influence directly and positively impacts job satisfaction in Jordanian 
telecommunication sector. 
H2b: Inspirational Motivation directly and positively impacts job satisfaction in 
Jordanian telecommunication sector. 
H2c: Intellectual Stimulation directly and positively impacts job satisfaction in Jordanian 
telecommunication sector. 
H2d: Individualised Consideration directly and positively impacts job satisfaction in 
Jordanian telecommunication sector. 
Third: Based on the discussion in section 4.4, the study suggests the following hypothesis: 
H3: Job satisfaction directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3a: Current work directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3b: Current payment directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
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H3c: Promotion’s opportunity directly and positively impacts product and service 
innovation in Jordanian telecommunication sector. 
H3d: Supervision directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3e: Co-worker directly and positively impacts product and service innovation in 
Jordanian telecommunication sector.  
Fourth: Based on the discussion in section 4.5, the study suggests the following 
hypothesis: 
H4: Job satisfaction mediates the relationship between transformational leadership and 
product and service innovation in Jordanian telecommunication sector. 
Fifth: Based on the discussion in section 4.6, the study suggests the following hypothesis: 
H5: Knowledge sharing moderates the relationship between transformational leadership 
and product and service innovation in Jordanian telecommunication sector. 
4.9 Summary 
This chapter demonstrates the conceptual framework drawing on a critical reviewing of 
most related previous studies. As a consequence, there was a lack of empirical studies 
regarding the impact of transformational leadership in reinforcing product and service 
innovation within telecommunication sector in Jordan; more specifically, the role of job 
satisfaction and knowledge sharing regarding this relationship. Whereas, several studies, 
books, journal articles, reports, and conference papers were touched and discussed this 
specific topic. Additionally, this chapter represents the hypotheses regarding the study’s 
variables.   
Vast number of scholars have showed interest in investigation the nature of the 
relationaship between transformational leadership and creativity in different contexts and 
industries, while most of these investigations showed positive connection either directly 
(Jung, Chow and Wu, 2003; Gumusluoğlu and Ilsev, 2009b; Radzi et al., 2013; Hu, Gu 
and Chen., 2013; Eisenbeiß and Boerner, 2013; Li, Mitchell and Boyle, 2016). However, 
other studies have found negative impact of transformational leadership and innovation 
(Zhu, Qi and Xu., 2008). On the other side, previous studies have indicated that 
transformational leadership positively impacts job satisfaction (Medley and Larochelle, 
1995; Nguni, Sleegers and Denessen, 2006; Griffith, 2004; Walumbwa et al., 2005; 
Mohammad, AL-Zeaud and Batayneh, 2011). 
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Regarding Jordanian context, interestingly, researchers have shed the light on 
transformational leadership within different industries such as education whether in 
public sector, regarding its impact on organisational Commitment (Abu-Tineh, 
Khasawneh, and Al-Omari et al. 2008; Khasawneh, Omari and Abu-Tineh, 2012); 
creativity (Alzawahreh, 2011); innovation  (Nusair, Ababneh and Kyung Bae, 2012) 
modifying behaviour (Al-Khasawneh and Futa, 2012); or education in private sector 
regarding gender differences (Judeh, 2010). While, some authors searched the topic 
within other public organisations regarding job satisfaction (Al-Dmour and Al-Awamleh, 
2002), knowledge management (Sabri, 2008), and practises (Al-zuobi, 2013). In 
Addition, it was searched in the private sector such as banking industry regarding its 
relation with Self-Perceived performance (Awamleh and Al-Dmour, 2004); 
pharmaceutical industrial companies regarding organisational innovation (Abbas, 2010); 
private hospitals regarding employees’ satisfaction (Mohammad et al. 2011), marketing 
effectiveness (Al-Tarawneh, Alhamadani and Mohammad, 2012), and organisational 
change management (Al-Qura'an, 2015), and effectiveness and satisfaction (Alloubani et 
al. 2015).  
Consequently, a particular model is developed for this purpose in this chapter, which 
contains four constructs: transformational leadership (idealised influence, inspirational 
motivation, intellectual stimulation, and individualised consideration), job satisfaction 
(current work, current payment, promotion’s opportunities, supervision “leadership”, and 
co-workers), and knowledge sharing (donating and collecting), and innovation which 
includes product and service. The main aim of this model is to depicts the causal 
relationships among the study’s variables to be tested in order to investigative the impact 
of transformational leadership on innovation, on the one hand, directly, and on the other 
hand, indirectly through the mediating effect of job satisfaction and the moderating role 
of knowledge sharing in Jordanian Telecommunications Sector. 
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5 CHAPTER FIVE: METHODOLOGY 
5.1 Introduction 
"Organisational scholars can resist philosophy as long as they assume the ends of 
institutions and the current definitions of those ends by participants or scholars". 
(Zald, 1996, pp. 259) 
This chapter provides the methodological approach applied in order to fulfil the proposed 
research’s aim and answer the derived research questions. In this section of the study 
several aspects will be covered. Firstly, the chosen method to determine the role of theory 
in the research. Secondly, the researcher’s philosophical stance that will be adopted; this 
epistemology determines the nature of the new knowledge generated by the research, and 
defines its applicability. Third, determining the methods that will be used in the 
investigation. Fourth, the research design, the techniques and instruments used in data 
collection and analysis. Sixth, data analysis performed by employing Structured Equation 
Modelling (SEM) using the (AMOS) software. The main purpose of such statistical style 
is that, it permits modelling and predicting relations among hypothesised constructs. 
These specifications of the study will set the validity and reliability of its contribution 
such as, measurement instruments and data collection procedures. This chapter debates 
the methodological matters that cover the study’s procedures and emphasis specifically 
on the first two elements of the model (i.e., philosophical assumptions and general 
methods of inquiry). Specific measurement tools and data collection procedures are 
outlined in the individual method sections of the respective study chapters. This is 
followed by a summary of the general methods of investigation, embracing an account of 
survey methodology and ethical considerations. Finally, the last part of the chapter 
discusses the Multifactor Leadership Questionnaire (MLQ) to measure transformational 
leadership. This construction was selected to diminish replication and to provide the 
overarching research methodology adopted in the research plan. In addition, presenting 
the used instruments that are necessary to the study to be done, as the study including 
different number of variables that need to be examined, such as innovation and some 
variables that could mediates or/and moderates this relationship namely, job satisfaction 
and knowledge sharing. 
This chapter describes the design of research methodology that could be applicable to 
answer the research questions, and meet the research objectives that were framed in terms 
of the expected novelty and applicability of its contribution. In addition, outlining and 
justifying the selections made by the researcher. Moreover, the substitute methods 
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evaluated, and the basis of the choices selected will be specified. Further, the benefits and 
limitations of the selected methodology will be discussed. The chapter also classifies the 
assumptions that built by assembling the studied concepts, illustrating the ontological 
attitude of the researcher, and identifying the theoretical framework employed for 
analysis. The outcomes of the methodological selections will be drawn in terms of the 
reliability and validity of the research and its findings, and the methodological 
consideration of these is expressed. 
5.2 Philosophical assumptions 
"In order to understand ourselves as social science researchers we must reflexivity 
engage with ourselves through thinking about our own beliefs" (Gill and Johnson, 2010, 
pp.189). 
The purpose of this section is to provide the epistemological assumptions emphasising 
the methodological selections in the current research. The aim is not a discussion of 
philosophical realms but, it is rather to functionally consider how a post-positivisim view 
has influenced the research when selecting specific research methods, philosophical 
assumptions about the nature of knowledge, and how conceptualisations of reality are 
made. 
The philosophical assumptions offer the basis of directing methodology for 
transformative research. The research is performed with participation of all related 
populations. The research conclusions are data based, then the data are engendered from 
a comprehensive record of people influenced by the research, beside particular struggles 
to involve those who have been conventionally underrepresented (Johnson, Onwuegbuzie 
and Turner, 2007). It does not eliminate those who have been conventionally involved in 
the research procedure, that is, the decision makers, program administrators and staff, and 
funding agency representatives. Obviously, it does realise that specific opinions have 
been lacking, misrepresented, or disregarded and the presence of these opinions is needed 
for a precise research study. Philosophers are interested in a constellation of issues 
involving the concept of truth. The basic issue, although somewhat subsidiary, is to decide 
what sorts of things can be true (O'Sullivan et al., 2016). 
Research in management and organisations especially in terms of leadership is relatively 
a new phenomenon, especially in Jordan where this study is domiciled. Therefore, it is 
not surprising that scholars in business and management fields have been criticized for 
being uncritical and ill-informed in their determination and stance about specific attitude 
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regarding the research (Kanaan, 2002). This has helped the researcher to start the 
methodology chapter with this critical review of philosophical underpinnings on truth.  
Modern Philosophy (seeking for truth) have been initiated from the French philosopher 
Rene Descartes (1596-1650). He was interested to pursue few basics for our notions about 
human beings, the universe and God by the scientific work of Copernicus and Galileo. 
Descartes believed that we could use reason to achieve certainty about God, the world, 
and the nature of human beings and doing so could reconcile the new science with the 
church doctrine. He and other philosophers spent most of their time thinking about 
knowledge and eventually called their investigation epistemology, that is, the study of 
knowledge, truth, and certainty. Based on the work of Descartes, other philosophers in 
their attempting to attain answers regarding questions that occurred from their work 
divided philosophy into two groups: Rationalists who highlighted the part of reason in 
obtaining knowledge, and Empiricists who concentrated on the part of experience, 
primarily sense experience. Baruch Spinoza (1685-1704) and Gottfried Wilhelm von 
Leibniz (1646-1716) were famous rationalists while John Locke (1632-1704), George 
Berkeley (1685-1753) and David Hume (1711-1776) were famous empiricists (Johnson 
and Duberley, 2000).  
Emmanuel Kant (1962) was another philosopher who attempted to settle the conflict by 
building a philosophical system that moved beyond the two. Kant just like other 
philosophers such as Karl Marx, Marx Weber, and Sigmund Freud presented essential 
inquiries about the nature of reality and how we experience it. According to Kant, it is a 
segment of human nature that when an object, opinion, fact, or/and story faces us we do 
not passively take it from eye to the brain, as it were. Instead, we certainly choose, 
manage, and explain our experience of external reality so that we can have knowledge 
about how the world seems in our awareness through the refinement and order enacted 
by our a priori rational forms (Johnson and Duberley, 2000).  
5.2.1 Positivism and Interpretivism 
“All research is undertaken within a philosophical paradigm” (Lehaney and Clarke, 
1995, pp. 16). To utilise the most proper research strategy, an analysis of evident 
regarding the philosophical matters is strengthening any research project, primarily issues 
of ontology, epistemology, methodology, and methods. The arguments and the 
relationship among them would be valuable as well. The philosophical argument in social 
research stems from two salient perceptions, ‘functionalism’ or ‘positivism’ and 
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‘interpretivism’ or ‘phenomenology’. They embody two extremes of a sole band covering 
a continuum of philosophical assumptions and approaches. They resemble objectivity and 
subjectivity in social science and social research respectively (Saunders, Lewis and 
Thornh, 2012). Their existence provides alternative approaches to conduct the same 
investigation and no one is best method. However, it does not imply that ‘anything goes’. 
The most effective approach is determined by the nature of the investigation; and unique 
philosophical assumptions, principles and standpoints of every approach. Critique of 
positivism’s tendency is, adopting a reductionist approach towards human behaviour led 
to the rise of interpretative research approach. These two perspectives frame the range of 
ontological, epistemological, methodological and method related to philosophical 
assumptions underwriting the various attitudes and approaches to social science research 
(Gill and Johnson, 2010). 
It is essential to start the analysis of the philosophical dimensions of management research 
with positivist epistemology for numerous connected purposes. First, various aspects of 
positivism endure much embedded in Western cultures that they are virtually an aspect 
of our mutual consciousness. Secondly, positivism in a diversity of manifestations 
remains the dominant epistemological orientation of the management fields despite being 
under augmenting attack from an assortment of contender orientations. Thirdly, the 
current attack upon positivists and the arguments they have generated cannot be fully 
recognised without an evident notion of what positivist epistemology is, since their routes 
initiate with their unique criticisms of what they reveal as positivists orthodoxy which 
can involve a propensity to build positivistic straw peoples to match the critic's objectives 
(Johnson and Duberley, 2000).  
These three aspects are indissolubly connected and cannot be simply completed in 
separation. There are no right answers, while, there may be numerous suitable research 
routes, and at the same time many unsuitable ones (Easterby-Smith, Thorpe and Jackson, 
2012). Selections must continuously be crafted and rationalised with reference to the 
research questions being tackled. Thus, the methodology should not be decided by the 
preferences or experience of the researcher, rather its construct should merely be 
restricted by the aim of offering valid, reliable, and beneficial responses to the research 
questions designated (Rossi, Lipsey and Freeman, 2003). In terms of management 
studies, two main approaches are manifested: Positivism and interpretivism (neo-
empiricism). The two approaches share the notion of empiricist commitment which 
depends on the sensual experience that brings about the exclusive safe basis of business 
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and management studies. While the organisation's side tends to be deeper than what the 
scholars know and realise, this makes it unrecognisable. This is absolutely contrary to the 
metaphysical (Johnson and Duberley, 2003).  
The following diagram illustrates the two possible extremes in the different philosophical 
assumptions regarding the nature of social science. 
Figure 5-1 Subjective-Objective Dimension about the Nature of Social Science 
 
 
 
Nominalism  Ontology  Realism 
Anti-positivism  Epistemology  Positivism 
Voluntarism  Human nature  Determinism 
Ideographic  Methodology  Nomothetic 
(Burrell and Morgan, 1979) 
It tackles the nature of presence of the world or reality. The objective dimension or the 
positivist perception presumes that social reality is externally present in tangible and 
relatively unchangeable forms regardless of whether individuals realise the existence of 
such structures. On the one hand, the existence of concrete constitutions is visualised and 
presumed, this is Realism. On the other hand, the subjective dimension 
(phenomenological or anti-positivist perspective) social reality or the real world is a 
manifestation of human understanding and interpretation. Reality is conjured via 
awarding certain labels and terms, which have a shared meaning and understanding 
among individuals. It is subjective of the nature of human cognition in implementation, 
this is Nominalism, in extreme contrast to realism (Burrell and Morgan, 1979). 
Whereas, epistemology originally comes from the Greek word ‘episteme’ meaning 
knowledge, epistemology studies the theory of knowledge. It assesses how knowledge is 
gained and the rationalisations of the knowledge so gained. It effects the questions that 
the researchers want to or could ask and measures the postulations and appropriateness 
of what we already realise (May and Williams, 2002). The Anti-Positivism continuum 
embodies epistemological assumptions. The traditional path to reaching true knowledge 
from an objective positivist stance ensures verification through repeatability in controlled 
conditions or by checking if falsification of the concerned hypothesis is possible. Anti-
Positivism may assume several forms, namely, phenomenology or interpretivism, 
The Subjectivist approach to 
social science 
The Objectivist approach to 
social science 
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feminism and so on. This subjective perspective believes that true knowledge is 
obtainable only by understanding the viewpoint of the people actively interlinked with 
the phenomena under investigation; not by external observation (Burrell and Morgan, 
1979). Figure 4.2 demonstrates this notion.  
Positivism considers the researcher as being independent of the work being searched, 
such that neither the researcher influences the subject of study, nor is the researcher 
influenced by the subject (Remenyi et al., 1998). In Anti-positivism, the researcher 
becomes a piece of the research’s procedure whereby the results may be affected by the 
viewpoints of the researcher and sometimes, his/her research could even contribute to 
converting or enhancing the subject undertaken (Lee, 1999) 
  Figure 5-2 Continuum of Core Ontological Assumptions 
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For some scholars, it is essential that the commencement of any research work, should be 
determined by a proper starting point for undertaking the research, and by an overall 
strategy within which the evidence will be collected (Remenyi et al., 1998). Methodology 
is the overall process and approach of research, including all the methods used to conduct 
the research and the procedures being used. Methodology also reflects the analyses tools 
and strategies being employed. It questions the validity and reliability of such instruments 
in arriving at the truth. It is the operational “framework within which a research is 
conducted” (Remenyi et al., 1998, pp. 285). Methodology is a process by which 
knowledge is to be created. It directs the research design and data collection. Different 
methodologies can be used for a given ontological or epistemological perspective 
(Bryman, 2006). 
5.2.2 Post-positivists 
Another paradigm provided by post-positivism. This paradigm can shift positivism from 
a constricted viewpoint into a further encompassing style to study real world issues. Post-
Positivist 
Extreme 
 
Anti-positivist 
Extreme 
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positivism underlines denotations unlike interpretivism and pursues to clarify social 
matters. The features of post-positivism are extensive, conveying mutually theory and 
practise, tolerating recognition and encouragement for the researchers’ stimulus and 
responsibility to the subject, and distinguishing that numerous appropriate methods can 
be used in gathering and analysing data. This approach is quite clearly attached in 
pragmatism (Ryan, 2006). Similarly, post-positivism allows the possibility for employing 
mixed methods. Although mixed methods are sometimes viewed as indispensable 
assessment in specific research since the usage of mixed methods largely looks like 
positivism considerably more than interpretivism. Post-positivism provides a practical 
approach in gathering data by employing more than one technique. Post-positivism is the 
progeny of positivism in the business world and has developed because of the synthetic 
facets of positivism. Post-positivism is considered to be a sharper path to recognise the 
problems with the conventional scientific method. Nevertheless, the change to augmented 
qualitative approaches has been attended by a restricted recognition of the significance of 
recognition of latent philosophical paradigms (Brand, 2009).   
Post-positivists retain a viewpoint that produces and probably shapes influences or 
results. Therefore, they show the necessity to recognise and measure the reasons that 
impact results in their own researches. In addition, it is a kind of reductionist, which 
means the purpose of diminishing the notions to minor ones, separate group of notions in 
order to examine them, for example the variables form the hypotheses and research 
questions. In other words, the type of knowledge that is created via a post-positivist is 
built on precise observation as well as assessment of the objective reality that exists in 
the world. Thus, creating numeric instruments of observations and exploring the 
behaviour of individuals becomes essential according to the post-positivist. In 
understanding the world, there is a need to test or prove some laws and theories that 
control this world. Consequently, in terms of scientific method, the reasonable style to 
investigate by post-positivists, a person starts with a theory, gathering data which might 
confirm or falsify this theory, and later, formulates required modifications prior to any 
other tests are taking place (Phillips and Burbules, 2000). 
5.2.3 Pragmatism 
Pragmatism as a research philosophy that supports employing of mixed methods, merging 
quantitative and qualitative research designs. This kind of combination turned out to be 
widely used and common in the 1980s. After that, in the 1990s, combining these two 
approaches inside the same research has been aroused, but they might be in different 
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phases in the research process (Joas, 1993). Although pragmatists regaled the presence of 
a causal relationship, they maintained that the possibility of identifying the essence of 
large number of these relationships might be weak. The external reality was acceptable 
among pragmatists; they also considered the effecting part of the beliefs and values in 
explaining the findings (Creswell, 2013). Nevertheless, they support the presences of dual 
viewpoint-subjective and objective. Besides, pragmatists are maintaining that research is 
affected by several notions such as theory/assumptions and observations, truths, and 
proofs (Johnson and Onwuegbuzie, 2004). In addition, dual paradigms, inductive and 
deductive have been exploited by pragmatists, selecting interpretations which better than 
presented preferred results, as well as merging appropriate styles of writing, which may 
use personal and impersonal voice within the research processes (Tashakkori and Teddlie, 
1998). 
Harmonious with compatibility the thesis postulated that both research approaches 
(quantitative and qualitative) are not incompatible and not substitutable. Instead, the real 
connection among both models is a single separated incident resting on a range of logical 
enquiry. In addition, pragmatists argued that in terms of logical justifying, this does not 
prevent merging the two approaches in designing the research. Simply, it was emphasised 
by the pragmatists that the dummy separation among both approaches emerges, while 
scholars have to make best utilisations of the two paradigms, which in turn, leads to more 
understanding for the research problem (Reichardt and Rallis, 1994; Howe, 1988). 
Therefore, the researcher takes advantage of applying this paradigm in conducting the 
current study as he believes in the principles discussed above. Additionally, since this 
paradigm combines the quantitative and qualitative methods in conducting a research this 
gives opportunity to ignore the weakness of using one of the other paradigms mentioned 
above.    
5.3 Research approach 
Pragmatic knowledge maintains empirical designing for the fulfilment of the research, in 
addition to various procedures in order to perform backward and forward inspecting of 
the assessments of the stances and situations. Regarding this setting, a theory will be 
examined by identifying proposed and determined propositions or hypotheses that built 
previously based on the previous literature and theories, then, a particular type of data 
related to the topic will be gathered to apply different procedures in order to test the 
framework with the proposed casual relationships. This includes using some methods to 
refuse or accept the proposed propositions or hypotheses. Therefore, a particular style of 
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social research questions needs particular strategy. A research problem is a concern or 
case that demands to be focused. For instance, if the problem is classifying elements that 
affects a result, the usefulness of an interference, or/and recognising the clearest 
predictors in results then, a quantitative approach is best (Creswell, 2013). 
Moreover, the goal of the theory plays an essential role in determining the approach and 
design of the investigation. This goal may be descriptive or prescriptive. On the one hand, 
descriptive theories link to actual situations which reflect what “is” or “was.” In this 
research, the main case or situation is investigating a specific style of leadership. The 
entire field of leadership is supposed to contain nine leadership facets, varying from the 
passive-avoidant leader to the inspiring and idealised leader, while every facet proposed 
at the event of some expected certain leader outcomes. Descriptive theory can also be 
prescriptive, and prescriptive theory must be built on a description of sorts. On the other 
hand, prescriptive type debates the way matters should be instead of the way matters 
really are (Saunders, Lewis and Thornh, 2012). For example, based on empirical studies 
and theoretical reasoning, passive-avoidant leadership should be used least often, because 
it is associated with negative follower outcomes, whereas active and idealised leadership 
should be used most often (Avolio, Bass and Jung, 1999).  
Figure 4-3 illustrates the selections available in conducting a research. In his opinion, 
Saunders, Lewis and Thornh (2012) simplify the way or startegy that a researcher may 
adopt in choosing his/her design. 
138 
 
 
Figure 5-3 Saunders Onion for Research Design (Saunders, Lewis and Thornh, 2012) 
Regarding the used approach, theories ranging from inductive to deductive, we have: 
Firstly, the type of theories flowing from data to metaphysical notion, which so-called 
inductive theories. The theory building is stressed in this case, where a scholar 
implements observations, data, or inferences and results from different researches to 
derive propositions for other theories that are examinable. Secondly, the flowing of 
developments derived from specific observations to theory in general. This type of 
theories is called deductive. The stress here is on testing the theory through starting from 
a powerful base of theory. Deductive building emerges from abstraction to certain 
observation; it locates the focuses on examining hypotheses drawn from propositions and 
consequently, endeavours to verify hypotheses drawn from theory (Mueller and Urbach, 
2013).  
5.4 The methodological choice 
In quantitative researches, researchers employ questions and hypotheses in order to form 
and emphasis specifically the objective of the research. Research questions and inquiring 
representations are mainly forming the researcher’s attempts to respond and answer those 
questions and inquiries. Quantitative is utilised regularly in social science research and 
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remarkably in survey studies. Hypotheses are predictions in which the research processes 
are regarding the relationship between variables. They are numeric speculations of 
population standards built on data that have been gathered from samples. Examining the 
hypotheses by applying statistical tests and processes that enable the researcher to derive 
at conclusions about the population from a research sample. Usually, hypotheses are 
employed in experiments in which researchers compare groups (Saunders, Lewis and 
Thornh, 2012; Creswell, 2013).  
The research method represents a plan of fulfilling the study's inquiry or investigating a 
relationship that is formed and proposed among study variables. This plan flows starting 
from the underlying propositions then study design, and gathering the data (Myers and 
Avison, 1997). In spite of the variations related to the research styles, there are two main 
and popular categorisations in terms of research methods, qualitative and quantitative. On 
one hand, both methods point out the differences in the characteristics nature of 
knowledge. In other words, it is the way a person recognises and understands the 
surrounding environment in addition to the crucial and final aim of the study or the 
research (Creswell, 2013). On other hand, the two expressions also indicate the research 
strategy and method, the plan used in order to fulfil the purpose of the study, including 
all the processes such as, data collection, data analysis followed by the findings, 
generalisations, recommendations and representations drawn from the data. 
The natural sciences are the original for the quantitative researches; they employ it in 
order to search and investigate exceptional or specific cases in certain circumstances. 
While other types of sciences such as, social sciences, are initially the mother of 
qualitative researches. Qualitative methods are exploited to allow scholars to search a 
phenomenon that occurs or arises in a culture or society. However, quantitative and 
qualitative are performed in education as well. Nevertheless, there is no perfect method 
in conducting a research, whether using quantitative or qualitative. Therefore, none of 
them are fundamentally superior to the other (Saunders, Lewis and Thornh, 2012). The 
context situation, aim, characteristics, and nature of the research are the most reliable 
factors in order to decide the appropriate method. Relying on the type of the research, 
occasionally, both methods can be applied as complement to each other. Since there are 
weaknesses and strengths for each method, some scholars desire to take the advantage to 
enjoy integrating the use of both methods (mixed methods).  This is possible and useful 
in conducting a single study, again, depending on the nature and type of the research as 
well as its methodological underpinning (Bryman, 2006). 
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The selection between quantitative and qualitative research methods should be decided 
by the research’s question, not by the predilection of the researcher. The purpose of the 
quantitative tactic is to examine formed hypotheses and deliver generalisable findings. 
Such studies are valuable and helpful for responding more to "what" questions. 
Qualitative studies are directing to present insight and recognising of complicated 
psychosocial concerns and are most valuable and helpful for responding more to "why" 
and "how" questions (Marshall, 1996). Table 5-1 represents some differences between 
the two approaches (qualitative and quantitative). 
  Table 5-1 Differences between quantitative and qualitative approaches 
Orientation Quantitative Qualitative 
Assumption about the 
world 
A single reality, i.e., can be 
measured by an instrument. 
Multiple realities. 
Research purpose 
Establish relationships 
between measured variables 
Understanding a social 
situation from participants’ 
perspectives. 
Research methods and 
processes 
- Procedures are established 
before study begins. 
- A hypothesis is formulated 
before research can begin. 
- Deductive in nature. 
- Flexible, changing 
strategies. 
- Design emerges as data are 
collected. 
- A hypothesis is not needed 
to begin research. 
- Inductive in nature. 
Researcher’s role 
The researcher is ideally an 
objective observer who 
neither participates in nor 
influences what is being 
studied. 
The researcher participates 
and becomes immersed in 
the research/social setting. 
Generalisability 
Universal context-free 
generalizations. 
Detailed context-based 
generalisations. 
In terms of the used approach, there are two essential and rational reasoning approaches 
and objectivity of thinking employed in logical investigation. Each one characterises a 
different style of obtaining inferences and particular sense of procedures that distinguish 
realistic and investigational researchers in organising their research. Experimental-kind 
research, which is mainly operated to confirm or refute current theory, utilises a deductive 
form of individual cognitive. Deductive inferring (similarly denoted to as logico-
deductive or reductionist) obtained from a chosen abstract to its reduction, classification, 
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assessment of every single quantity, and association between quantities. Deduction 
pursues to reveal and record nomothetic understandings or investigate harmonies and 
variances among sets (Alvesson and Deetz, 2006).  
5.5 The research strategies using in mixed method 
Quantitative approach could be applied according to the phenomenon undertaken through 
the research. There are some cases where this phenomenon might be searched through 
quantitative approach, for example, when this phenomenon requires to be assessed, 
proposed hypotheses require to be examined, there is a need to generalise some findings 
and formulated measures, and if there is a need to generalise any inferences from 
accidental existences. In a situation that requires examining a theory through declaring 
constructed hypotheses as well as data collection to support those hypotheses, the 
researchers tend to use quantitative approach. Moreover, an empirical model is employed 
that enables the researcher to measure the behaviours together using pre-test and post-test 
within an empirical handling. Even the tools that are used to gather the data can assess 
the behaviours, and the data collected by those tools then, to be analysed utilising 
statistical techniques towards hypothesis testing. Therefore, quantitative approaches 
towards scientific investigation largely depend on testing theoretical propositions 
(Creswell, 2013). Surveys are often performed by employing questionnaires since this 
data collection method allows collecting a huge quantity of data from the population with 
low cost and very easy to be compared. (Robson, 2002). 
The academic research is not only about choosing qualitative, quantitative, or mixed 
methods design. The researcher should select a mode of his/her study within the three 
selections. Strategies of investigation are kinds of qualitative, quantitative, and mixed 
method designs or models that deliver precise route for actions in a research design. 
Others have called them approaches to inquiry (Creswell, 2013) or research 
methodologies (Mertens , 1998). The diversity of the available strategies in conducting a 
research have increased in the past decades, in which, it is a result of the advancement in 
computer technology; this in turn, fosters the way of analysing the data as well as 
increases the ability to analyse composition paradigms. In addition, scholars, researchers, 
and scientists have formulated novel and new procedures for conducting social science 
research. Table 5-2 represents alternative combinations of choices for conducting a 
research.  
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Table 5-2 Combinations of Knowledge Claims, Strategies of Inquiry and Methods 
Research 
Approach 
Knowledge 
Claims 
Strategy of Inquiry Methods 
Quantitative 
Postpositivist 
assumptions 
Experimental design 
Measuring 
attitudes, rating 
behaviours 
Qualitative 
Constructivist 
assumptions 
Ethnographic design Field observations 
Qualitative 
Emancipatory 
assumptions 
Narrative design 
Open-ended 
interviewing 
Mixed methods 
Pragmatic 
assumptions 
Mixed methods 
design 
closed-ended 
measures, open-
ended observations 
(Creswell, 2013) 
Scholars practise survey study to set the descriptions of a population, following which 
conclusions about this population can be formulated. Surveys commonly concentrate on 
the fundamental realities of individuals according to the values, viewpoints, attitudes, 
motivations, attributes, and behaviours. In general, surveys are cross-sectional in their 
character. Several techniques could be employed in gathering the data regarding survey, 
comprising person interviews, mail questionnaires, telephone surveys, and the internet. It 
is rational to utilise survey study since it is inexpensive and comparatively simple to carry 
out (Bryman and Bell, 2015). Even though, this kind of study is restricted to the utilisation 
of questionnaire or interview format, it can be reasonably useful if it is planned 
appropriately. Various types of research inquiries and questions could be answered by 
using survey methods within the majority of social sciences fields, including leadership. 
Leadership, indeed, is a kind of field that has bulk of research surveys; consequently, as 
the researchers in this field attempt to measure something related to behaviours they 
widely use this strategy. In addition, as mentioned above, cross-sectional studies are 
needed to save time, and this is what surveys actually do. Besides, survey enables larger 
number of people to participate in this study. (Creswell, 2013). 
Field experiment, as a type of study, arises in an actual arranging in which both the 
independent variables and set of assignments are under control of the researcher. 
Compared to the control that is practised in laboratory settings, the extent of control that 
the researcher has is less, proposing that, the rest of the independent variables that are 
above control of the researcher may have a direction on the dependent assessment 
(Cooper and Schindler, 2011). Like laboratory experiments, field experiments are helpful 
for examining theory and are appropriate or useable for studying leadership from several 
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aspects; nevertheless, since field experiments appear in actual arranging, they are, 
likewise, practical for attaining responses to practical issues (Kerlinger, 1986). 
Finally, vast number of authors, in terms of research methods, maintained the importance 
and the advantages of utilising mixed methods in conducting a research. In fact, some of 
them asserted the inevitability of using mixed methods whether in the data collection 
stage or in the data analysis stage, regardless, the philosophical assumptions, the 
epistemological stance, the ontology concerns, and axiology. Furthermore, depending on 
the truth which demonstrates that the two paradigms (quantitative and qualitative) 
suffering limitations and weaknesses, and both have their strengths, advantages, and 
disadvantages. The combination and integration of the both paradigms in a single research 
may prevent the occurrence of such limitations and disadvantages. In other words, the use 
of both approaches may be practical to a large degree, where it might be complementary 
to each other or for offsetting deficiencies that result from the use of just one of them 
(Sieber, 1973; Denzin, 1978; Rossman and Wilson, 1985; Sechrest and Sidani, 1995; 
Johnson and Onwuegbuzie, 2004; Tashakkori and Teddlie, 2010), particularly, in 
business and management sciences (Rocco et al., 2003; Jogulu and Pansiri, 2011).  
5.5.1 Concurrent mixed methods 
There are three general strategies for the inquiry of any research using mixed methods, 
namely, sequential, concurrent, and transformative. Sequential method is used by the 
researchers in an attempt to enrich as well as broaden the results of one method over the 
other. In this type, the researcher has the choice to give the priority for one of the two 
methods or approaches. The procedures in this case may begin with qualitative following 
by quantitative or vice versa (Creswell and Clark, 2011). In concurrent strategy, the case 
is different, which is the choice in this research. Here, the researchers tend to assemble 
and integrate both approaches (qualitative and quantitative), which in turn, offers a full 
picture and evaluation for the research problem. Consequently, this can be done through 
using techniques from both approaches regarding gathering and analysing the data at the 
same time frame. Finally, transformative strategy, the researcher employs a theoretical 
view that operates as a comprehensive perception throughout a paradigm which holds the 
two approaches. The theoretical view offers a structure for issues of pursuits, procedures 
for gathering the data, and results or amendments that are expected during the research 
process (Creswell, 2013). The choice of concurrent mixed method strategy, was made for 
several reasons. For example, according to Terrell (2012), it is widely used by huge 
number of researchers, it needs less time compared to the other strategies, and it is 
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considered as a backup of any kind of disadvantages that might be latent within a single 
strategy throughout employing mutually. On the one hand, in sequential strategy the 
researcher may focus on one particular method since he/she gives it a priority. On the 
other hand, using transformative strategy may result in losing the control since the 
researcher moves from one method to another (Brewer, 2000; Bryman, 2006; Creswell, 
2013). Therefore, the researcher in the current study will gather the data from both sides 
of sample of this study, the leaders and employees, using questionnaire survey directed 
to the employees and interviews directed to the leaders at the same time frame. The data 
analysis satge, whether qualitative and quantitative, will be conducted in the same time 
as well. 
5.5.1.1 Survey strategy 
The survey represents numeric or quantitative characterisation of tendencies, stances, or 
viewpoints of the research population by searching a portion of this population, so-called 
the sample. However, a great quantity of data is gathered through several techniques such 
as questionnaires whether through mail, online or in the field; interviews whether through 
internet, telephone or face to face (Cooper and Schindler, 2011). Then the data analysis 
takes place using statistical techniques. This involves two types of studies based on the 
period of the study cross-sectional and longitudinal. Employing questionnaires or 
interviews to gather the data besides the intention of making some generalisations via this 
sample, if possible (De Leeuw and Dillman, 2008). Since the researcher’s stance is 
pragmatic, the inquiry of this research is built upon assumptions based on data collection 
strategy that contains several types of techniques in order to offer better understanding 
and comprehensive analysis for the research problem. The research starts by conducting 
a wide and extensive survey which provides the reader with the best kind of imagination 
about the nature of the research topic and the characteristics of the population itself 
(Creswell, 2013).  
This research adopted a survey as the main tool for collecting the data, due to the 
advantages of using a survey in conducting a study. Since this research is a cross-sectional 
study which means time is limited in conducting this type of research, the survey is 
considered as a tool that uses to collect data in less time comparing with other tolls, which 
means saving time as well as money. Moreover, this tool allows the researcher to include 
large number of participants within the research and this provides a wide view from 
different perspectives (Brace, 2008). Employing survey techniques can precisely record 
the criterion, specify maximum results, as well as outline connotations among variables 
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within the sample (Babbie, 1990; Fowler, 2002). Shedding the light on the notable 
advantages comparing with other techniques in the field research, that is, the researcher 
who uses other field techniques could just establish rational speculations in terms of the 
research topic and unawareness struggling to limit bias. When the research process starts 
using such a technique, nothing much can be done in terms of recognising the neglecting 
of several pivotal sections within the survey, and in terms of detecting some unclear items 
to be understood in a correct way by the participants. Basically, the items of the 
questionnaire should be reviewed carefully by the researcher before the survey begins. 
This gives the researcher a comprehensive and excellent idea about the response. 
Therefore, conventional survey, generally, operates like a confirmation tool instead of 
discovery tool (Pinsonneault and Kraemer, 1993). 
5.5.1.2 Case study strategy 
"Case study is a strategy for inquiry that enables the researcher searches in detail a 
program, event, activity, process, or one or more individuals. Cases are bounded by time 
and activity, and researchers collect detailed information using a variety of data 
collection procedures over a sustained period of time" (Stake, 1995, pp. 15).  
Voss, Tsikriktsis and Frohlich (2002) maintained that, case study is a pivotal instrument 
of searching emergent performances and a reasonable tool of theory progression in 
operations management. Case studies offer understandable and substantial data, 
specifying social activities within the context, and allowing researchers to thoroughly 
investigate the proceedings, relationships, experiences and practises existing in a specific 
setting (Piekkari, Plakoyiannaki and Welch, 2010; Vissak, 2010; Woodside and Wilson, 
2003). Although case study is identified for theory building, it can also be employed for 
descriptive researches as well and to test theory (Yin, 2013). Consequently, some 
researchers (Yin, 2013; Eisenhardt, 1989; Glaser and Strauss, 1967) denoted case study 
as a research methodology rather than just a data collection technique. Moreover, a 
diversity of data collection techniques such as interviews, documents and observations 
can be employed in the case study methodology; thus, it is extremely adoptable 
(Eisenhardt, 1989; Gillham, 2000; Yin, 2011).  
Researchers preferred case study because of its flexible and adaptable character, where 
the researcher can switch the path of the research because of the existence and appearance 
of new data and perceptions (Saunders, Lewis and Thornh, 2012; Piekkari, Plakoyiannaki 
and Welch, 2010; Yin, 2013). In addition, it allows the researcher to obtain a complete 
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picture of a specific phenomenon or sets of actions and can offer an overview since 
several sources of proof were employed (Johnson, 1994). The flexibility and the 
adaptability of case studies help researchers to explore a phenomenon in detail when new 
perceptions occur, and data emphasises new areas of interest. Moreover, case study can 
be valuable in describing the emergent and inherent properties in the organisations' life 
and the vital activities in the organisations, particularly due to the rapid change (Yin, 
2013). Various forms of case study have been illustrated by various researchers along 
with exploratory case studies. For example, Table 5-3 describes most cited case studies 
in research methods: 
Table 5-3 Types of Case Study 
 
 
Source: Compiled by the researcher from (Scapens, 1990; Stake, 1995) 
Collective cases are chosen regarding the belief that understanding them well will 
generate better understanding of a phenomenon or maybe a better theorising of a large 
number of cases. Furthermore, it may or may not be acknowledged in advance that the 
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individual cases will offer mutual characteristics. Consequently, the outcomes from 
collective case studies will be more generalisable as compared to other types in the table. 
The collective case study calls into question the essential facet of case studies, which is 
deep inquiry, since it includes a trade-off between the restricted time duration and 
availability of resources to the researcher. Generally, collective case study is considered 
as an adequate balance between the distinction of cases in the collection and the aim of 
the study to attain a more generalised proposition, theory, and knowledge (Stake, 1995).  
Case study as a research methodology could involve single or multiple cases. It is crucial 
for a researcher to understand the features of both before continuing data collection (Yin, 
2013). The next section will shed light on these issues. 
5.5.1.2.1 Single versus multiple case study 
Perhaps one of the most critical topics of debate in case study research is whether the 
design should be a single case study or multiple. However, researchers such as, Yin 
(2013) and Ellram (1996) agreed that both of them are suitable and valid; the selection is 
mainly decided based on the nature and aim of the research. Yin (2013) explained the 
following three justifications for a single case study: 
1- When there is a critical case where the researcher is testing a well-formulated theory 
or proposition with control parameters. 
2- When it is a unique or extreme case of significant theory.  
3- When the researcher is able to observe and analyse a phenomenon which was not 
accessible for investigation in the past.  
Voss, Tsikriktsis and Frohlich (2002) preferred one case study for more intensive and 
comprehensive information, whereas, Yin (2013) retained that this type of case study is 
more appropriate for longitudinal investigation for in-depth information on operations in 
a single plant or firm, but can also be used for exploratory objectives for a multiple case 
study. Moreover, Benbasat, Goldstein and Mead (1987) advocated for multiple case 
studies for the purpose of description, building or testing theory. While, Ellram (1996) 
maintained that single case study is critical to interpret or test a theory. However, multiple 
case studies are more appropriate for replication and to generalise the results in order to 
develop a valuable theoretical framework. 
Accordingly, Voss, Tsikriktsis and Frohlich (2002) stated that multiple cases can be 
included in a single firm case study and that the number of cases can be distinctive from 
the quantity of firms. They further argued that single cases allow the researcher to search 
148 
 
various contexts within a single firm case; for example, within a single firm different 
functions, departments or operations could be included. 
Nevertheless, single case study is subject to a huge number of critiques, for example, less 
possibility for generalisation, duplication, the risk of misjudging events, and exaggeration 
and drawing conclusions too early based upon available data (Yin, 2013). Conversely, 
multiple case study allows the opportunity to distinguish and search mutual designs 
within cases and compare as well as contrast. Further, the evidences from multiple case 
study are reflected as more compelling and the whole study is considered stronger. 
However, resource requirements such as time and access, particularly for a PhD student 
as singular researcher, are some of the limitations for multiple case study (Yin, 2013; 
Voss, Tsikriktsis, and Frohlich, 2002; Piekkari, Plakoyiannaki and Welch, 2010; 
Woodside and Wilson, 2003). 
Based on the discussion above, the researcher is adapting one case study according to the 
limitation of time, in addition to taking advantage of in-depth investigation within one 
company. This allows the researcher to save time in data collecting and analysis stages. 
Additionally, single study can be useful and appropriate for deep investigating. Further, 
gaining the accesses for the three companies would be very hard. 
5.6 Leadership Research, problem, method and approach 
The scientific approach specifically, in terms of leadership includes four phases. The first 
phase is the demonstration of a dilemma, problem, or notion. In this phase, repeating is 
no longer the notion; it may be ambiguous or built on irrational “intuitions”. The second 
phase is the improvement of hypothetical representations related to the connection 
between two or more incidents (e.g., transformational leadership pattern is related with 
inspiration because of purpose A). The third phase is the rationalising or reasoning phase. 
Throughout this phase, the results of the hypothetical representations are established. 
Particularly, the kinds and consequences of conjectured associations among variables are 
hypothesised (e.g., LMX leadership pattern is positively connected to inspiration, while 
democratic leadership pattern is negatively connected with inspiration, in circumstances 
B, C, and D). The fourth phase involves observation, as well as investigation in order to 
set the researcher’s rationalisation to experimentally assess towards making sure that the 
conjectured connection (or divergence) among the variables is statistically possible and 
not just imputable to accidental (i.e., the researcher assesses the leader's patterns and 
matches the inspiration extent with subordinates to decide what is the nature of the 
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relationship between leader pattern and inspiration, such as positively significant or 
insignificant) (Antonakis et al., 2004).  
Quantitative approaches typically are employed in conducting leadership researches. 
Despite this, qualitative approaches are also employed in the same topic and context, 
enhancing the understanding of composition, entrenched phenomena, and incidents. 
However, the latter approach still employed rarely in leadership studies (Conger, 1998). 
There are many examples from the literature; for example, Barling, Weber and Kelloway 
(1996) indicated that leadership styles can be changed (including the charisma), via 
training and interferences, this will result in an increase of employee's organisational 
commitment (a subjective dependent measure). Thus, this will improve organisational 
financial outcomes (an objective dependent measure).  Another case by Dvir et al. (2002) 
used a military sample to examine the effectiveness of a leadership training involvement 
on the direct and indirect followers of the leader. The results showed that transformational 
leadership training reflects better outcomes and positive impacts on direct follower 
development and on indirect follower performance than what selective leadership training 
does. 
The context in which leadership is performed has not gain significant consideration, it is 
almost thought that leadership researchers have considered leader-follower relationships 
occur in a vacuum, in addition, approximately all leadership researches have been 
conducted regarding supervisory leadership, and consequently almost all currently 
existing leadership tools are limited in application to supervisors and managers (House 
and Aditya, 1997). 
The choices made depends on reviewing the literature in leadership generally and 
specifically behavioural styles (e.g., transactional leadership and transformational 
leadership) most of the researches and studies in this field have been done using 
quantitative method due to its validity in measuring these types of leadership, and 
according to the mission divergence of the performed leader's behaviours related to the 
context. Nevertheless, the antecedents' propensity (e.g., leader characteristics) may also 
be related to those behaviours such as knowledge demands, which differ according to the 
role of the leader hierarchical level. In addition, context makes even the analysing level 
vary, which a leadership phenomenon may possess. This means, the way of directing 
followers uses by the leader may vary from individual to team level or even on the 
organisational level, this contingents on the context in which it is legislated (Antonakis 
and Atwater, 2002). 
150 
 
Many quantitative approaches could be helpful in order to reveal indirect, moderators, 
mediators, or/and contextual factors. Those may be reflected in the theories' limit settings. 
Recently, the analysis level has risen as a vital matter in organisational research. 
Organisations are intrinsically multilevel since employees are performing in dyads and 
groups. Moreover, numerous teams or units form an organisation; organisations form a 
business, and so on. If there are any rare structures and forms they are naturally limited 
to one level of analysis. Usually, constructs and forms may run at single or multiple levels 
such as individuals, dyads, groups, departments, units, organisations, and industries. 
Consequently, it is increasingly known that valid theory should also identify the analysis 
level at which its phenomena run (Rousseau, 1989).  
Saunders, Lewis and Thornh (2012) went further to claim that, there is no best tradition 
in terms of carrying best outcomes between the available research approaches. The 
selection of which tradition to employ is contingent to the context of the research and the 
nature of the questions being asked. From the above, it can be summarised that 
understanding and realising what you want to expose will direct to asking accurate 
questions, which in turn, allows acquiring the intentional information. The earlier prompts 
reviewing the research problem, the goal, and the questions for this study. The research 
questions are:  
"What is the impact of transformational leadership style on product and service 
innovation within Jordanian telecommunication sector?”. "To what degree does job 
satisfaction and knowledge sharing affect the innovation with the existence 
transformational leadership behaviours related to Jordanian telecommunications 
sector employees?" And how could these variables be affected by transformational 
leadership style?” 
Consequently, as this study involves different levels and depends on the arguments 
discussed above, there are many ways in which the researcher can assess the levels of 
influences, from whether it is suitable to collect the data to an upper level of analysis to 
divide variance in measures’ results. 
5.7 Sampling 
Sampling indicates the selection process, in which number of people are selected for a 
research relating to a specific technique; this group of people might represent a greater 
population of which they are a part (Cooper and Schindler, 2011). The main purpose of 
sampling procedure is to obtain knowledge regarding the study population through 
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utilising the sample in the research process. However, the generalisability of the study’s 
results and findings rely mainly on the extent that this sample represents the population 
(Gay, Mills and Airasian, 2011). Gathering data using a sample that represents the whole 
population is more beneficial than surveying the whole population when facing some 
constraints such as budget, time and access (Saunders, Lewis and Thornh, 2012).  
There are two methods of sampling in the behavioural and social sciences typically, 
splitting into two categories: probability sampling and purposive sampling (Teddlie and 
Tashakkori, 2009). However, there are many methods regarding the sampling that could 
be used in which some of them depend on the nature of the methodological choice. Table 
5-4 summarises these methods. Since this study employs mixed methods, it is worthy to 
provide a brief explanation regarding mixed methods types. There are three sub-types of 
mixed methods: Sequential, concurrent, and transformative. The researcher’s choice was 
concurrent method. Consequently, the desired sampling procedure is Concurrent Mixed 
Methods Sampling. According to Teddlie and Yu (2007), both types (probability 
sampling and purposive sampling) are appropriate procedures of sampling regarding 
concurrent study.  
  Table 5-4 Sampling Methods 
Probability 
Sampling 
Purposive Sampling 
Convenience 
Sampling 
Mixed Methods 
Sampling 
1- Random 
Sampling 
1- Sampling to Achieve 
Representativeness or 
Comparability 
1- Captive 
Sample 
1- Basic Mixed 
Methods Sampling 
2- Stratified 
Sampling 
2- Sampling Special or 
Unique Cases 
2- Volunteer    
Sample 
2- Sequential Mixed 
Methods Sampling 
3- Cluster 
Sampling 
3- Sequential 
Sampling 
 
3- Concurrent Mixed 
Methods Sampling 
4- Sampling 
Using Multiple 
Probability 
Techniques 
4- Sampling Using 
Multiple Purposive 
Techniques 
4- Multilevel Mixed 
Methods Sampling 
  
5- Combination of 
Mixed Methods 
Sampling Strategies 
(Teddlie and Yu, 2007) 
5.7.1 Sampling technique 
Sampling using probability techniques includes a relative selection of large number of 
units from a population, or from specific subcategories of a population; this selection is 
done randomly. However, the probability of embodiment intended for each participant of 
the population is determinable. The focal idea of the probability samples in quantitative 
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researches is to attain representativeness in which the sample precisely characterises the 
whole population (Tashakkori and Teddlie, 2010). Nevertheless, there are three sub-types 
of probability techniques such as: random sampling, stratified sampling, and cluster 
sampling. Each sub-type fits a specific situation. The researcher avoided going into details 
of each type and sub-type, instead chose the appropriate technique that was suitable for 
the purpose of this research, the multiple probability techniques. Tashakkori and Teddlie 
(2010) stated that the three probability sampling techniques are used in some cases, 
otherwise, a combination of two of them could be used in order to obtain samples that are 
further multifaceted.  
However, there are other types of sampling in which, non-random or nonprobability 
techniques are used. One of the most popular type is convenience sampling, that is the 
choice that will be used in this study. Convenience sampling represents nonprobability or 
non-random sampling type, wherein, there is a specific practical criterion should take 
place within the targeted members of a population, such as availability at a certain time, 
the desire to participate (as the case of the current study), easy approachability, or 
geographical proximity are comprised for the purposefulness of the study. It is, likewise, 
indicated the researching subjects of the population that are characterised as easy to access 
by the researcher. Moreover, this type of sampling considered as ‘unintentional samples’ 
since participants might be chosen easily as they merely occur to be found, within the 
place that the researcher is collecting the data (Henry, 1990; Antonakis et al., 2004; 
Dörnyei, 2007; Gravetter and Forzano, 2016). 
5.7.2 Sample Size 
Prior to the collecting data process, it is essential to decide a suitable sample size since 
the sample size is vital in the statistical analysis, whereas an estimation of the value of 
the entire population is taken. Consequently, errors will occur and these errors are reliant 
on the sample size. Additionally, the greater the sample size the lower are the errors 
(Saunders, Lewis and Thornh, 2012). Furthermore, since this study employs structural 
equation modelling as a part of the analysis, the more advanced the statistical analysis the 
larger the sample size required. Consequently, the designated statistical analysis 
procedure determined the desired sample size (Sekaran and Bougie, 2016; Churchill and 
Iacobucci, 2009).  
Similar to several statistical techniques, SEM needs a proper sample size to acquire 
reliable evaluations (Hair et al., 2010). Scholars in this context have many arguments; for 
instance, MacCallum et al. (1999) argued that the desired sample size when using factor 
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analysis is between 100 and 200 participants. Hair et al. (2010) pointed out, a sample size 
of at least 200 and not exceeding 400 is appropriate. Moreover, they stated that once the 
sample size goes beyond 400 to 500 participants the SEM analysis turns out to be too 
sensitive and roughly any difference is revealed, reflecting in poor fit when measuring 
the model.  
This study investigates the impact of transformational leadership in reinforcing 
innovation directly, as well as indirectly through the role of job satisfaction and 
knowledge sharing. The population of this study is the Jordanian Telecommunications 
Sector, particularly, the exclusive three companies that provide mobile phone and internet 
services. Table 5-5 shows the statics regarding the number of employees and branches of 
each company up to the end of 2015. 
  Table 5-5 Statics of telecommunication companies 
Company Number of branches Number of employees market share 
Orange 32 1023 33% 
Zain 36 971 36% 
Umniah 32 878 31% 
Sum 100 2872 100% 
Accordingly, the study used three private companies totally having 2872 employees. 
Therefore, a required accuracy level of ±7% and a 95% confidence level offer the required 
sample 194 employees, according to the equation below:  
 N 
n = 1 + N (e)2 
Where: 
n: the required size of the sample 
N: the size of the population 
e: the level of precision or sampling error 
Based on the equation above the number of the sample is 504 from the three companies; 
however, each company has its own sample according to the number of the employees in 
that company: Orange with 170, Zain with 169, and Umniah with 165. Therefore, 600 
questionnaires were distributed by hand to the employees after scheduling a specific 
appointment to do so. Later, 527 out of 600 questionnaires were usable and applicable to 
the analysis stage, which represents high response rate 88 percent (Hair et al., 2010).   
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However, the non-response bias has taken into account after recollecting the 
questionnaire by employing t-test. This test allows the researcher to conduct a process of 
comparing between earlier and later responses in order to check if there are any 
differences among both groups. The results of t-test show insignificant value of the mean 
differences at 0.05. This verifies that there was no non-response bias among the 
respondents (Hair et al., 2010).    
5.7.3 Generalisability of the findings 
In qualitative research, the term transferability is synonymous to generalisability which 
means, specific findings applicable or transferable to comparable case but contingent with 
conserving the meanings and inferences obtained through the accomplished research 
(Leininger, 1994). According to Onwuegbuzie and Collins (2007) the generalisability of 
the findings depends on a prior determination of the study’s objectives. In other words, if 
one of the objectives is to generalise the findings then, an attempt of selecting a random 
sample should be conducted. Moreover, this selection of the sample procedure refers to 
“meta-inferences” which is a concept that mirrors the combination of generalising 
findings that are obtained on the basis of inferences deriving from both qualitative and 
quantitative mechanisms of a mixed methods research (Tashakkori and Teddlie, 2010).  
5.8 Procedure of collecting the data 
The process of collecting the data comprises a helpful information and individual’s 
perspectives about a phenomenon within the targeted population, this information related 
to the research inquires (Patton , 2002).  As explained earlier in section 5.4 there are many 
techniques employed in gathering the data. One of the most used techniques, especially 
in quantitative studies, is questionnaire survey. There are several ways of conducting such 
techniques in order to collect the data. However, the researcher employed a written 
structured questionnaire; it was distributed by hand to the employees in the three 
companies during work hours in the lunch break. This has been done after getting the 
permission to do so. This type of instrument is useful since the questions are simple, 
understandable and easy to answer with multiple choice answers provided within the 
questionnaire itself. Furthermore, handing the questionnaire to the respondents gives the 
researcher the opportunities to reveal ambiguous questions, if any. Also, it saves time and 
money and also allows the researcher to collect large number of data (Bryman and Bell, 
2015).     
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However, after determining the required number of employees from each company based 
on mathematical equation for sampling size recommended by (Sekaran and Bougie, 2016; 
Churchill and Iacobucci, 2009), then, the researcher obtained the approvals needed to 
distribute the questionnaire in each company by assigned different day for each company. 
Whereas, the management in each company informed the researcher that the time for 
handling the questionnaire to the employees is the lunch hour, to prevent any kind of 
interrupting during the work hours. Moreover, the employees in each company were 
asked voluntary to participate in filling out the questionnaire. Here, it is worthy to mention 
that the criteria used in determining the needed number of employees from each 
department within the same company are the accessibility to the population, the 
availability of the employees, and the employees’ willingness to participate. So, after 
obtaining the required number of employees from each department the process of 
collecting the data is finished. In other words, there was no specific number of employees 
for each department, age, gender, experience, or qualification. This means the available 
employees in the lunch hour and who is interested in participating were gave the chance 
to participate. 
5.9 Measurements, instruments and producers 
Since this study follows mixed methods, this section represents the quantitative and 
qualitative measurements, instruments, and procedures that take place in attempting to 
fulfil this examination. 
5.9.1 The quantitative part 
5.9.1.1 Questionnaire survey 
Again, the questionnaire is one of most widely used method in the deductive approach. It 
allows huge collected data from the population under study (Saunders, Lewis and Thornh, 
2012). In addition, number of potential interpretations could be offered through using the 
questionnaire related to the connections among the variables within the study as well as 
put the possible models between these variables (Bryman and Bell, 2015). However, there 
are two types of surveys. First, the descriptive survey which aims at assessing the features 
of a specific population in different period of times as well as enabling the identification 
of the changeability in various phenomena. Second, the analytic survey which aims at 
testing a theory as well as investigating whether there is a connection among the 
independent and dependent variables (Robson and McCartan, 2011).  
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Along with that this study aims to examine the nature of the connections among the 
study’s variables, so the type that has been used is analytic. Regarding the objectives of 
the study, it seeks examining and identifying the casual direct relationships between 
transformational leadership and innovation, besides, other indirect relationships using 
other variables, namely, job satisfaction and knowledge sharing.  
Moreover, the choice of the appropriate questionnaire that will be used depends on a 
number of elements regarding the aim and the objectives of the study as well as the 
study’s questions, for example, the required size sample, the nature and number of 
questions required, and the features of the participants (Saunders, Lewis and Thornh, 
2012). Further, there are two categories of questionnaires. First, self-administered which 
is usually to be completed by the participants and it has three sub-categories: A) 
Distribution and gathering; here, the researcher distributes the questionnaire by his/her 
hand to the participants then, after answering the questions, takes it back. B) A postal 
questionnaire, where the researcher sends it by post to the targeted population. C) Email-
based or internet questionnaire; here, the researcher sends it using the email or website. 
The self-administered is widely used because it enables the researcher to collect more 
data on the phenomenon under taken. Second, the interviewer-administered; where the 
responses are recorded by the researcher.  
However, the researcher has two choices in conducting this category, A) questionnaire 
via phone, where the researcher makes a telephone call and asks the questions and records 
the responses. B) face-to-face interview, where the researcher will meet the participants 
(interviewees) face to face since the questionnaire will be, also, distributed hand by hand 
at the same time frame. Usually, this category should be scheduled in order to give a space 
of time for the interviewee to prepare him/herself for any discussion may occur during 
the meeting (Saunders, Lewis and Thornh, 2012; Cooper and Schindler, 2011; Robson, 
2002; Robson and McCartan, 2011).  Additionally, face-to-face meeting allows the 
researcher to uncover any kind of fuzzy questions (Sturges and Hanrahan, 2004). 
Consequently, this study is carried out using interviewer-administered, in face-to-face 
format among supervisors in different department in one company that considered as a 
case study for this research. 
5.9.1.2 The process of translating the questionnaire  
Since this study is conducted in Jordan where the formal language is Arabic. A translation 
process for converting into Arabic language is needed. Saunders, Lewis and Thornh 
(2012) stated that the process of translating the questionnaire into another language needs 
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the researcher to be careful regarding grammar, syntax and lexical, idiomatic, and 
experiential. However, the literature mentioned four ways for this process: direct 
translation, back-translation, parallel translation, and the mixed technique (Usunier, 
1998). Consequently, in this study the back-translation technique is used to translate the 
English questionnaire into Arabic, and after that back into English. A comparison of the 
two versions took a place in order to ensure the quality of the translation, particular 
inconsistencies in meaning were discovered, and then the Arabic version was treated. The 
researcher used this way of translation since it saves time and money.  
5.9.1.3 Questionnaire’s sections 1 
Transformational leadership (TL): 
This variable was measured by using the latest product of Bass and Avolio (2004) 
Multifactor Leadership Questionnaire (MLQ form 5X), which is the revised one of the 
original version and is widely employed in numerous studies by many researchers (Braun 
et al., 2013; Piccolo and Colquitt, 2006; Dvir et al., 2002; Avey et al., 2008). It denotes 
one of the few existing measurements. It attempts to assess the full range of leadership 
behaviour using a multifactorial model. The MLQ 5X distinguishes three styles of 
leadership behaviour: transformational, transactional, and laissez-faire. Among 90 items, 
45 items related to the leader and the other 45 related to the employee; 20 items related 
to transformational were used. The original MLQ version has been tested in various 
researches and studies, and on a wide range of sample and populations (Lowe, Kroeck 
and Sivasubramaniam, 1996). Form 5X, was presented in 1991 included a diversity of 
modifications (Avolio, Bass and Jung, 1999). Reliability coefficients for the MLQ 5X 
leadership scales range from 0.74 to 0.91 (Bass and Avolio, 2004; Howell and Hall-
Merenda, 1999). The research papers and studies that employed MLQ 5X were not that 
profound and extensive as those studies that used the original questionnaire. Adequate 
validation data proposes the potential of reproducing and developing due to the research 
history ancestor (Fornell and Larcker, 1981; Den Hartog, Van Muijen and Koopman, 
1997; Lowe, Kroeck and Sivasubramaniam, 1996). The 20 items are rated using a five-
point scale with anchors labelled as 0 = “Not at all”, 1 = “Once in a while”, 2 = 
“Sometimes”, 3 = “Fairly often”, 4 = “Frequently”, if not always. In addition, the validity 
of this instrument had been verified by many researchers, for example, a confirmatory 
factor analysis (CFA) conducted by Antonakis, Avolio and Sivasubramaniam (2003). 
Further, Judge and Piccolo (2004) through their meta-analytic results revealed an overall 
                                                          
1 The ratings of all scales are representing in this section with their original version in terms of response 
rate, while, the modified response ratings scales are representing in the appendcies. 
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validity. The participants were employees from different departments and levels in the 
three companies. The questionnaire asked the participants to rate their leaders in terms of 
the transformational leadership behaviours, namely, idealised influence, inspirational 
motivation, intellectual stimulation, and individualised consideration. Consequently, 
there are 20 paragraphs related to this section of the questionnaire and every behaviour 
(4 Is) has its own paragraphs. According to Saunders, Lewis and Thornh (2012) this type 
of scale considered as an interval scaleis usually employed to evaluate psychometric 
characteristics in social research. However, the researcher made a purchase for the full 
original version of MLQ as well as permission to use it in this research. The purchase is 
made via Mind Garden. Table 5-6 shows the paragraphs of this variable and the 
references. (For the purchase’s documents see appendices 2, 3, and 4). 
Table 5-6 Transformational leadership paragraphs 
Paragraphs References 
Idealised Influence (IF) (Bass and Avolio, 2004) 
1- Instils pride in me for being associated with him/he (Bass and Avolio, 2004) 
2- Goes beyond self-interest for the good of the group (Bass and Avolio, 2004) 
3- Acts in ways that builds my respect (Bass and Avolio, 2004) 
4- Displays a sense of power and confidence (Bass and Avolio, 2004) 
5- Talks about his/her most important values and beliefs (Bass and Avolio, 2004) 
6- Specifies the importance of having a strong sense of 
purpose 
(Bass and Avolio, 2004) 
7- Considers the moral and ethical consequences of 
decisions 
(Bass and Avolio, 2004) 
8- Emphasises the importance of having a collective sense 
of mission 
(Bass and Avolio, 2004) 
Inspirational Motivation (IM) (Bass and Avolio, 2004) 
1- Expresses confidence that goals will be achieved (Bass and Avolio, 2004) 
2- Articulates a compelling vision of the future (Bass and Avolio, 2004) 
3- Talks enthusiastically about what needs to be 
accomplished 
(Bass and Avolio, 2004) 
4- Talks optimistically about the future (Bass and Avolio, 2004) 
Intellectual Stimulation (IS) (Bass and Avolio, 2004) 
1- Re-examines critical assumptions to question whether 
they are appropriate 
(Bass and Avolio, 2004) 
2- Seeks differing perspectives when solving problems (Bass and Avolio, 2004) 
3- Gets me to look at problems from many different angles (Bass and Avolio, 2004) 
4- Suggests new ways of looking at how to complete 
assignments 
(Bass and Avolio, 2004) 
Individualised Consideration (IC) (Bass and Avolio, 2004) 
1- Spends time teaching and coaching. (Bass and Avolio, 2004) 
2- Treats me as an individual rather than just as a member 
of a group. 
(Bass and Avolio, 2004) 
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3- Considers me as having different needs, abilities, and 
aspirations from others 
(Bass and Avolio, 2004) 
4- Helps me to develop my strengths (Bass and Avolio, 2004) 
Job Satisfaction (JS):  
The majority of the researchers realise that job satisfaction is a worldwide notion that 
contains or specifies several aspects. The mainly typical classification of Smith, Kendall 
and Hulin (1969) reflects five aspects of job satisfaction: pay, promotions, co-workers, 
supervision, and the work itself. Locke (1976) included some other aspects: recognition, 
working conditions, company, and management. Overall job satisfaction was measured 
with five items taken from the Smith, Kendall, and Hulin (1969) measure of job 
satisfaction, the most common used in researches. The Job Descriptive Index JDI assesses 
satisfaction with five different job areas: payment, promotion, co-workers, supervision, 
and the work itself. Moreover, the scale rated using a three-point scale with anchors 
labelled as (Yes = “Y”, uncertain = “?”, No = “N”). JDI described as the most widespread 
and commonly used assessment of job satisfaction. Whereas, most popular used coding 
for JDI is (Positive questions Yes=3, uncertain =2, no =1. Negative questions Yes=1, 
uncertain =2, no =3). This index is reliable and has an impressive array of validation 
evidence (Stanton et al., 2002).  
Additionally, this scale has five categories mentioned above; however, every category 
contains five paragraphs. As the case for MLQ, the validity of this section is also 
confirmed and substantial information about the validity of the JDI existed in Locke 
(1976), in addition to the external, convergent, and discriminant validity. Moreover, a 
confirmation of construct validity was presented by Kinicki et al. (2002). On the other 
hand, other scales could be used to measure this variable such as The Minnesota 
Satisfaction Questionnaire MSQ developed by Weiss et al. (1967). This scale has the 
advantage of versatility-long and short forms, as well as faceted and overall measures 
(Judge and Locke, 1993). However, the selection of JDI was based on several reasons. 
First, although MSQ is widely used among many researchers such as (Iaffaldano and 
Muchinsky, 1985; Podsakoff, MacKenzie and Bommer, 1996), but the short form of this 
scale does not cover the desired criteria of current research. The long form of this scale 
comprises of 100 paragraphs which seems to be too long for the participants to complete 
it. Second, another example of such measurement Herzberg’s (1965) questionnaire 
included five aspects: nature of work, growth, recognition, success and responsibility, 
which consisted of 20 questions. However, Herzberg’s tool had two sections: 
Motivational factor (satisfactory), and health factors (Herzberg Mausner and Snyderman, 
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2011), and this also does not relate to the current study. Table 5-7 shows the distribution 
of the paragraphs related to each category.  
Moreover, the original form of JDI is common measure of job satisfaction covers five 
aspects current job, current payment, promotion opportunity, supervision and co-workers 
covered by 72 items, while, number of items related to every aspect is vary ranging 
between 9 and 18 items. Whereas, the current study uses a modified version of JDI that 
is, aJDI (Abridged Job Descriptive Index). Since the original form introduced for the first 
time by Smith, Kendall and Hulin (1969) so, over this period there should be kind of 
developments for this form since the organisations nowdays became different while, 
extensive amendments in human resources policies, the augmentation of employing 
technology, and numerous further elements all have a role toward this development. In 
addition, collecting novel normative data to support the measurement. The new form of 
JDI (aJDI) covers the five aspetc through 25 items insated of 72 (Smith et al., 1987; Kihm, 
Smith and Irwin, 1997; Stanton et al., 2002; Russell et al., 2004; Lake et al., 2010). 
Another reason for reducing the number to 25 items is that, job satisfaction is scarcely 
being assessed in separation but,  instead it is assesses along with abundant other 
constructs. Sufficiently, assessing numerous constructs practically ensures an overlong 
survey questionnaire (Ganzach, 1998). This in turn, increases the probability of non-
response as the participants will feel over-surveyed (Rogelberg and Stanton, 2007).  
Table 5-7 Job satisfaction paragraphs 
Paragraphs References 
Current Job 
1- Gives sense of accomplishment. 
(Smith, Kendall and  Hulin, 1969) 
2- I find real enjoyment in my work. (Smith, Kendall and  Hulin, 1969) 
3- I’m satisfying with my work. (Smith, Kendall and  Hulin, 1969) 
4- Each day at work seems like it will 
never end. 
(Smith, Kendall and  Hulin, 1969) 
5- I feel challenging in my current job. (Smith, Kendall and  Hulin, 1969) 
Current payment 
1- I consider my payment fair. 
(Smith, Kendall and  Hulin, 1969) 
2- I feel underpaid comparing with my job. (Smith, Kendall and  Hulin, 1969) 
3- My income adequate for normal 
expenses. 
(Smith, Kendall and  Hulin, 1969) 
4- I fell well paid. (Smith, Kendall and  Hulin, 1969) 
5- The chance to do different things from 
time to time. 
(Smith, Kendall and  Hulin, 1969) 
Promotion opportunity 
1- Good chance for promotion 
(Smith, Kendall and  Hulin, 1969) 
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2- My job considers as dead-end job (Smith, Kendall and  Hulin, 1969) 
3- Promotion depends on ability (Smith, Kendall and  Hulin, 1969) 
4- I have good opportunities for promotion (Smith, Kendall and  Hulin, 1969) 
5- I suffer from unfair promotion policy. (Smith, Kendall and  Hulin, 1969) 
Supervision 
1- My supervisor praises the good work. 
(Smith, Kendall and  Hulin, 1969) 
2- My supervisor is annoying. (Smith, Kendall and  Hulin, 1969) 
3- My supervisor is tactful. (Smith, Kendall and  Hulin, 1969) 
4- My supervisor is bad. (Smith, Kendall and  Hulin, 1969) 
5- My supervisor like to be up to date. (Smith, Kendall and  Hulin, 1969) 
Co-workers 
1- My co-workers are helpful. 
(Smith, Kendall and  Hulin, 1969) 
2- My co-workers are boring. (Smith, Kendall and  Hulin, 1969) 
3- My co-workers are intelligent. (Smith, Kendall and  Hulin, 1969) 
4- My co-workers are lazy. (Smith, Kendall and  Hulin, 1969) 
5- My co-workers are responsible. (Smith, Kendall and  Hulin, 1969) 
Knowledge sharing (KS): 
This section of the questionnaire contains 10 items that were derived from the work of 
Van den Hooff and De Ridder (2004). According to Van den Hooff and De Ridder (2004) 
KS has two processes donating and collecting; every one of them has its own items. Also, 
the validity and reliability of this section were both confirmed since it has been widely 
employed by many researchers such as (Terry Kim et al., 2013; Lin, 2007; Kamaşak and 
Bulutlar, 2010; Liao, Fei and Chen, 2007). Table 5-8 shows the knowledge sharing 
paragraphs and the references. Additionally, the paragraphs in this scale are rated using a 
five-point scale with anchors labelled as 0 = “Strongly Disagree”, 1 = “Disagree”, 2 = 
“Neutral”, 3 = “Agree”, 4 = “Strongly Agree”. 
Table 5-8 Knowledge sharing paragraphs 
Paragraphs References 
Donating  
1- When I have learned something new, I see to it 
that colleagues in my department can learn it as 
well 
(Van den Hooff and De 
Ridder, 2004) 
2- I share the information I have with colleagues 
within my department  
(Van den Hooff and De 
Ridder, 2004) 
3- I share my skills with colleagues within my 
department 
(Van den Hooff and De 
Ridder, 2004) 
4- When I have learned something new, I see to it 
that colleagues outside my department can 
learn it as well 
(Van den Hooff and De 
Ridder, 2004) 
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5- I share the information I have with colleagues 
outside of my department 
(Van den Hooff and De 
Ridder, 2004) 
6- I share my skills with colleagues outside my 
department 
(Van den Hooff and De 
Ridder, 2004) 
Collecting  
1- Colleagues within my department tell me what 
they know, when I ask them about it 
(Van den Hooff and De 
Ridder, 2004) 
2- Colleagues within my department tell me what 
their skills are, when I ask them about it 
(Van den Hooff and De 
Ridder, 2004) 
3- Colleagues outside my department tell me what 
they know, when I ask them about it 
(Van den Hooff and De 
Ridder, 2004) 
4- Colleagues outside my department tell me what 
their skills are, when I ask them about it 
(Van den Hooff and De 
Ridder, 2004) 
Innovation (INN):  
The product and service innovation section, which represents the dependent variable, was 
measured by a thirteen paragraphs scale derived from previous literature as well. Nine 
paragraphs indicate, typically, the extent of accepting the novel and innovative ideas 
developed by Škerlavaj, Song and Lee (2010) used by Naranjo-Valencia, Jiménez-
Jiménez and Sanz-Valle (2011), Kyoung Park et al. (2013), and Sadegh Sharifirad and 
Ataei (2012). Nevertheless, another four paragraphs were adapted from the work of West 
and Wallace (1991) and used by Drach-Zahavy and Somech (2001) and Patterson et al. 
(2005); Yuan and Woodman (2010). Similarly, the paragraphs in this scale are rated using 
a five-point scale with anchors labelled as 0 = “Strongly Disagree”, 1 = “Disagree”, 2 = 
“Neutral”, 3 = “Agree”, 4 = “Strongly Agree”. Table 5-9 demonstrates the paragraphs 
and references.  
Table 5-9 Innovation paragraphs 
Paragraph Reference 
1-In new product and service introduction, our 
company is often first-to-market 
(Škerlavaj, Song and Lee, 2010) 
2. Our new products and services are often 
perceived as very novel by customers 
(Škerlavaj, Song and Lee, 2010) 
3. New products and services in our company 
often take us up against new competitors 
(Škerlavaj, Song and Lee, 2010) 
4. In comparison with competitors, our company 
has introduced more innovative products and 
services during past 5 years 
(Škerlavaj, Song and Lee, 2010) 
5. We constantly emphasize development of 
particular and patent products 
(Škerlavaj, Song and Lee, 2010) 
6. We manage to cope with market demands and 
develop new products quickly 
(Škerlavaj, Song and Lee, 2010) 
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7. We continuously modify design of our products 
and rapidly enter new emerging markets 
(Škerlavaj, Song and Lee, 2010) 
8. Our company manages to deliver special 
products flexibly according to customers’ orders 
(Škerlavaj, Song and Lee, 2010) 
9. We continuously improve old products and 
raise quality of new ones 
(Škerlavaj, Song and Lee, 2010) 
10-We initiated new procedures and methods in 
providing services.  
(West and Wallace, 1991; 
Patterson et al., 2005) 
11- We developed innovative ways of 
accomplishing work targets/objectives. 
(West and Wallace, 1991; 
Patterson et al., 2005) 
12- We developed new skills in order to foster 
innovations. 
(West and Wallace, 1991; 
Patterson et al., 2005) 
13- We initiated improved teaching strategies 
(West and Wallace, 1991; 
Patterson et al., 2005) 
Demographic information:  
In this section, the participants were asked to provide information such as, age, gender, 
marital status, education level, the department, and the tenure. 
Comments on the modification of the questionnaire response’s rate 
Regarding JDI, it has been argued that, most of researchers would not use a 3-point Liker-
type scale with a statistical analysis involving interval data type. In that, the less the 
number of scores on the scale, the more likely the departure from normal distribution 
assumption is needed for many hypotheses testing (Likert, 1932). For example, in the 
case of job satisfaction, it is had been proved that, dipolar scales insufficient and invalid 
that is, employees may describe their jobs in both ways whether satisfying and 
dissatisfying, or leaders might display more than one style while leading their followers, 
then, the followers might agree or/and not agree with them in certain situations. The 
elimination of dipolar assumptions will permit assessment interest to shift toward the use 
of metrics of variation. Which in turn, gives the respondents more options to best describe 
their situations and feelings. As a result, produces more substantial research results 
(Rizzo, House and Lirtzman, 1970).  
However, there are some cases allow the researcher treats ordinal data as interval data in 
terms of the analysis. For example, when the study is investigating more sophisticated 
relationships among variables, in turn, this needs more complicated analysis that contains 
higher level of statistical techniques that are not available within the non-parametric 
analysis (Kuzon Jr, Urbanchek and McCabe, 1996; Byrne, 2013; Gravetter and Wallnau, 
2013; Pallant, 2013). Additionally, Jamieson (2004) claimed that dealing with ordinal 
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data as interval data is no longer an area of dialectic, in that, data with normal distribution 
must reflects an interval scale this consistent with Borgatta and Bohrnstedt, (1980); Gaito, 
(1980). Accordingly, the current study aims at examining complicated relationships such 
as the mediating role of JS and the moderating role of KS in the relationship between TL 
and INN. In turn, examining such relationships needs some techniques and procedures 
(for example, multivariate analysis that uses in the current study) that are not valid or 
reliable in the non-parametric analysis. Consequently, the above arguments led the 
researcher to treating ordinal data as interval data.  
Moreover, the earlier work of Likert (1932) stressed that “If five alternatives have been 
used, it is necessary to assign values of from one to five with the three assigned to the 
undecided position on each statement” (pp. 46). Furthermore, there are number of scales 
have been developed and used among researchers such as, semantic differential scale, 
Stapel scale, Thurstone differential scale, and direct rating scales. Wherein, Semantic 
differentials are widely used and typically contains of a set of 7-point or 5-point rating 
scales. However, the type of scoring that seems best to employ is the one with scoring 
between 1-5. Each descriptive item contains two adjectives, opposite in meaning, such as 
“agree” and “don’t agree”. Respondents are invited to rank themselves on the scale using 
statements and not numbers. After coding the responses into SPSS then, the values that 
indicate greater numbers mirror more optimistic assessments (Garland, 1990).  
Correspondingly, the process of converting a scale from specific scoring to another is 
allowed and became common procedure among researchers based on the principle of 
unitizing the scores of all variables as well as to retain the tone of the ranking and prevent 
ambiguity among the respondents when filling out the questionnaire. However, this 
process conditional by retesting the validity and the reliability of the scale even if these 
tests have been confirmed previously by number of other researchers (Saunders, Lewis 
and Thornh, 2012; Bhattacherjee, 2012). Based on the aforementioned arguments, the 
researcher conducted a process to convert JS’s scale from 3-point scale to 5-point scale 
as shown in the questionnaire. In which, responses of 1 and 2 in the modified response 
rate reflect 1 in the original response rate, response of 3 in the modified response rate 
reflects 2 in the original response rate and responses of 4 and 5 in the modified response 
rate reflect the response rate of 3 in the original response rate (Ramayah, Jantan and 
Tadisina, 2001). In addition, this procedure is taking place for the purpose of avoiding 
any misunderstanding or confusion while the participants filling out the questionnaire. 
Further, the process of retesting the validity and reliability of the modified scales will be 
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conducted and represented simultaneously with comparison with other studies used the 
original scales in Chapter Six (Data analysis and results).  
Furthermore, the inverse items within the JDI scale have been taken in consideration 
while coding the responses into numerical data for statistical purpose. In that, the normal 
responses rate indicate, for example (1) as negative feeling about an item such as 
“strongly disagree” and (5) as postive feeling such as “strongly agree”. Whereas, there 
are inverse paragraphs within JDI scale such as “I feel unpaid comparing with my job”, 
in this case the postive response of an employee should indicate, if he/she feels that this 
paragraphs does not reflect his/her feeling is “strongly disagree” but, expressing this in 
numbers should be (5) not (1) since large numbers refelct postive responses. This 
procedure conducted using SPSS features due to the principle of standardization of the 
coding process of all the items of the questionnaire. Moreover, it is worthy to mention 
that, the current study uses ordinal data. This means the tests that should be used in this 
study is non-parametric analysis, since it was described as an appropriate type of testing 
ordinal data that are normally distributed. Whereas, parametric analysis is suitable for 
interval data (Kuzon Jr, Urbanchek, and McCabe, 1996; Byrne, 2013; Gravetter and 
Wallnau, 2013; Pallant, 2013). Moreover, other scholars have used modified version of 
JDI with 5-point Likert scale and confirmed the validity and reliability of these scales 
(Gregson, 1990; Bartolo and Furlonger, 2000). 
Regarding MLQ-5X, this study is following previous studies within the same topic, 
context, and industry such as, the work of Awamleh and Al-Dmour (2004) regarding 
transformational leadership and Alnidawy (2015) regarding job satisfaction, the work of 
Atmojo (2015) and Shurbagi (2014) regarding both transformational leadership and job 
satisfaction. In addition, following the work of Hanaysha, Khalid and Mat, (2012) and 
Munir et al. (2012) regarding transformational leadership and job satisfaction but, within 
other contexts. Consistently, the current study adopts new scoring system with 5-point 
score ranking from 1 “indicates negative response” to 5 “indicates positive response”. 
Further, most of scales employed for research in Jordan take the form of (1 to 5), opposite 
to the form of (0 to 4) of the MLQ. Additionally, for reason of standardization, the current 
study to assign a five-point response scale ranging from (1 to 5) (Milligan, 1996).  
Moreover, the process of converting the rating of MLQ from (0-4) to (1-5) was by adding 
one unit to each score. This does not affect the results of the analysis since the distance 
between the scoring values will remain as one unit after the change. Based on the fact 
that, adding one unit to every score will not resulting any changes in standard deviation, 
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and therefore, this makes no significant differences in statistical results with tests using 
standard deviation as a base in such calculations and examinations such as structural 
equation modelling (Gravetter and Wallnau, 2013; Hair et al., 2010; Byrne, 2013). 
Consequently, the researcher in this study has distributed the questionnaire to the 
employees with an unified response rate with five-point scale (1-5) for all items along all 
variables.    
5.9.1.4 The validity and reliability of the instrument  
Collis and Hussey (2013) defined validity as the extent of the findings of a research 
mirroring precisely the topic undertaken. Some authors distinguish between the validity 
in the quantitative research and the one in the qualitative research. An example offers 
another clarification about validity in quantitative research: validity indicates how truthful 
the research’s findings are; in other words, whether the research instrument permits 
achieving the research aim (Brewer, 2000). Moreover, Saunders, Lewis and Thornh 
(2012) stated that the participants should understand well the items utilised within the 
instrument in the way intended by the researcher; however, the responses afforded 
through the participants should be recognised by the researcher in the way intended by 
the participants. 
Moreover, all the items used in the questionnaire employed in this study have been 
validated as well as tested in terms of reliability. However, some authors suggested that 
when combining more sections in one instrument from different sources, the process of 
retest validity and reliability should take place (Sekaran and Bougie, 2016; Goodman, 
1997). Whereas, there are three main types of validity: content, construct, and external 
validity (Saunders, Lewis and Thornh, 2012). Content validity indicates how well the 
scopes and aspects of a concept have been outlined. On one hand, this type of validity 
could be verified by questioning experts in the same area to evaluate whether, on the face 
of it, the measurement looks to mirror the concept. On the other hand, reviewing the 
previous literature is an alternative way to make sure about the content validity (Bryman 
and Bell, 2015; Sekaran and Bougie, 2016). This study used in-depth review of the 
literature in order to verify the content validity.  
Accordingly, construct validity is taken into account as well. This type denotes the extent 
of mirroring theoretical latent constructs through a group of measured items. These items 
were planned to measure and describe the mechanisms in which the instrument works and 
in which way its application can be interpreted. This type of validity contains different 
types of validity such as discriminant and convergent (Hair et al., 2010). However, 
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Cronbach and Meehl (1955) claimed that the most problematic issue that encounters the 
researcher is the choice of constructs considered for variance in test performance. 
Consequently, assessing the construct validity is one of the main aims of structural 
equation modelling (SEM) of the proposed theory (Byrne, 2013). 
Finally, external validity reflects the generalisation domain of the effect of populations, 
settings, and variables (Campbell, 1957). On the same lines, Burns (2010) indicated to 
what extent the findings are generalisable to the other settings or subjects in our research. 
Moreover, external validity is related to the applicability of the results in other situations 
or with other topics (Rothwell, 2005). Furthermore, it might rely on the implied matches 
among various contexts provided in various cases from different researchers (Ritchie et 
al., 2013). Chapter 6 provides more details, discussions and the ways of verifying those 
types of validity. 
Reliability reflects the extent to which data collection methods and analysis utilised will 
lead to consistent findings. Therefore, it concerns the instrument’s robustness. However, 
the measurement should not only be valid but reliable as well (Saunders, Lewis and 
Thornh, 2012; Sekaran and Bougie, 2016). In the current study, Cronbach’s alpha used 
to test the reliability, in which values with 0.70 and above show good reliability of the 
constructs (Hair et al., 2010).  
5.9.1.5 Structural equation modelling (SEM) 
SEM with unobservable variables is a prevailing research model in management 
disciplines nowadays. Moreover, SEM in management is statistical description and 
assessment of data, and economic and/or management theories regarding consumer or 
organisation behaviour. SEM inclines to describe ideal behaviour then predicting the 
prospect behaviour and performances (Baumgartner and Homburg, 1996; Chintagunta et 
al., 2006) 
SEM is a type of statistical technique that pursues towards rationalising the relations 
between various variables. While, a chain of equations conveys the structure of 
interrelationships, SEM tests this structure. Moreover, SEM is parallel to a chain of 
multiple regression equations. However, the entire relationships between the constructs 
will be described through these equations. The constructs are unobservable or latent 
factors embodied through multiple variables (Hair et al., 2010).  
SEM is appropriate for testing theory instead of building or developing theory, since it 
boosts confirmatory modelling. Typically, SEM is driven by a hypothesis, then performs 
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this in a model form, operationalises the constructs of interest with a measurement 
instrument and tests the model (Byrne, 2013). This statistical procedure has some features 
such as the possibility of characterising unobservable concepts and accounts for the 
measurement error in the estimation process, additionally it permits kind of multiple and 
interrelated dependence relations estimation (Byrne, 2013).  
There are two main mechanisms of SEM 1) Structural models, in other words, 
mechanisms representing a path model (that links the independent to dependent 
variables). 2) The measurement model, this allows the researcher employing numerous 
variables (identify as indicators) designed for a sole independent or dependent variable. 
However, the latter is involved in the measurement of properties; it means the issues of 
validities and reliabilities of the measurement instruments, whereas, the structural model 
is involved in causality of the relationships between the constructs (Joreskog and Sorbom, 
1996; Byrne, 2013). 
5.9.1.6 Pilot Study 
The pilot study is essential and fundamental procedure when conducting a research. It 
would be done prior to the data collection stage which allows the researcher ensuring the 
validity of the used instrument; thus, ensuring that this instrument is free of errors and 
ambiguities, in addition to testing the psychometric of the measurement (Goodman, 
Meltzer and Bailey, 1998; Van Teijlingen and Hundley, 2002; Saunders, Lewis and 
Thornh, 2012). Consequently, the current research performed a pilot study before starting 
the data collection. Thus, the researcher distributed 50 questionnaires within the same 
population; this gaves the opportunity to make sure that people from the population 
understand the paragraphs of the questionnaire and the way to respond and answer its 
paragraphs without any misunderstandings. Total number of 47 returned which means 
94%, this indicates high and excellent response rate. Additionally, the participants in the 
pilot study were asked to give suggestions to enhance the quality of the questionnaire; 
however, there were no comments, or any changes needed. The main aim of doing so is 
to set aside any misunderstanding and disruption among the respondents, in addition to 
discovering and identifying any errors and ambiguities (Creswell, 2013). 
Accordingly, internal consistency, which reflects the reliability, was tested using 
Cronbach’s alpha coefficient. This procedure allows the researcher to ensure that the 
items of the questionnaire were understood well by the respondents (Saunders, Lewis and 
Thornh, 2012). In addition, correlations of total items were also utilised for the same 
purpose. This procedure indicates the way an item correlates to other items in specified 
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group of items. However, this procedure intends eliminating or holding the item in the 
instrument (Schumacker and Lomax, 2012; Kline, 2015). Furthermore, the preferred 
value of this correlation is greater than 0.30, (Pallant, 2013; Field, 2013). Hence, the pilot 
study showed that Cronbach’s alpha in this study was 0.86 for entire items, 0.83 for items 
related to transformational leadership, 0.85 for items related to job satisfaction, 0.80 for 
items related to knowledge sharing, and finally 0.85 for items related to innovation. 
Moreover, all items were with values for total correlations greater than 0.30. 
Consequently, there were no recommended changes to the questionnaire. For the purpose 
of correcting the possible non-normality and heteroscedasticity, data values for the new 
product and services were subjected to a square root transformation, which is best suited 
for frequency counts (Hair et al., 2010). 
5.9.2 The qualitative part  
Case study: Interviews 
According to Ghauri and Grønhaug (2005), interviews are useful in conducting a 
research, particularly, in multipart topics and allow the researcher to gain feedback. 
Moreover, interviews are utilised in an investigation to gather core data through asking 
the respondents to realise what they do, feel, or think (Collis and Hussey, 2013). Interview 
is defined as a discussion or conversation between people, whereby one of them takes on 
the character of a researcher (Gray, 2013).   
There are three types of interviews. First, the structured type where the researcher utilises 
pre-prepared questions. Second, semi-structured interview; this type can be run through 
using a list of questions and themes to be covered. Third, unstructured; it is more like the 
second type, but this type gives space for analytical of viewpoints by the interviewees to 
explore in-depth their responses and let them enlarge their responses (Saunders, Lewis 
and Thornh, 2012; Bernard, 2006; Collis and Hussey, 2013). Furthermore, qualitative 
interviews have two methods, regarding the interaction that arises between the researcher 
and the respondent: First, one-to-one interviews—this can be carried out in three altered 
techniques: A) meeting the interviewees face-to-face, which could be helpful for the 
researcher to acclimate the enquiries when needed, to verify that the answers are 
appropriately recognised by duplicating the questions, and to simplify any uncertainties 
about the subject. B) Telephone interviews. C) Online interviews, the latter two let the 
researcher directing extra interviews with interviewees from a broader geographic range 
simultaneously and more quickly. They are, likewise, low-cost since they avoid travel 
costs. Second, one-to-many interviews also identified as focus groups. These are 
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discussions among an assembly of people and a researcher, controlled by a moderator 
who simplifies the interview and directs the assembly to exchange notions, feelings, and 
skills about a particular subject (Saunders, Lewis and Thornh, 2012; Bryman and Bell, 
2015). 
As mentioned above, the current study uses a single case study, since it is useful for in-
depth investigation. Therefore, interviews have played a role in this study in one 
company, namely, Orange. While number of semi-structured, face-to-face and telephone, 
interviews with the supervisors among different departments in this company will be 
conducted to collect the data regarding the qualitative part. 
5.9.2.1 Interview questions and analysis procedures 
The main aim of employing qualitative approach is to provide more understanding and 
interpretation about the phenomena under study. In this study, the purpose is to 
understand the mechanisms of transformational leadership behaviours affecting 
innovation in a direct way, as well as in an indirect way through job satisfaction and 
knowledge sharing. Moreover, to provide more explanation about the impact of 
knowledge sharing and job satisfaction on innovation, descriptive examinations semi-
structured interviews are normally employed since they give more explanation about the 
themes that were derived from the findings of the quantitative part (Patton, 2002). 
Therefore, this study utilised face-to-face, open-ended and probing questions for 
clarification and interpretation (Saunders, Lewis and Thornh, 2012).  
Further, after obtaining the interviewees’ approvals the interviews were recorded in order 
to simplify the translation and transcription of the responses. This routine gives the 
researcher opportunities to: focus on questioning and pay attention to the responses, in 
addition to repeat listening to the interview many times, afford a precise and unbiased 
record, and employing direct quotes. Additionally, the entire interviewees were 
guaranteed confidentiality as well as informed that their names would not be known in 
the transcripts of the interviews upon their request. Both the question and the response 
were in Arabic language, and then translated by specialists into English language.  
There are several ways in which it can help the interpretivist: importing text, storing and 
coding the data, searching and retrieving text segments, stimulating interaction with the 
data, and building a relationship with the data (Ritchie et al., 2013). The software Nvivo11 
was used in analysing the qualitative data because the software facilitates structuring, 
summarising, coding, and theming the data (Bazeley and Jackson, 2013). After the 
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interviews, the multi-scanning process takes part in order to obtain the key themes, then, 
a process of ordering the transcript of the interviews into categories.  
Discussions with persons with experience in using Nvivo also took place to make sure 
about the processes. Further, the categories were inserted into the software. Later, the 
subject was ordered into themes using “Node” function in the Nvivo software, “Node” 
offers the saving ranges in Nvivo used for references to the coded text and characterise 
any categories containing concepts, people, organisations or places. There are two 
possible ways to manage it: First, free nodes-unorganised coding. Second, free nodes as 
hierarchically organised.  Primarily, prearrange the codes through highlighting the text 
through the pointer and drag the highlighted text towards the classified node. For more 
validity and reliability, the results were obtained, and the quotation of the interviewees 
was contained within the analysis (Richards, 1999; Gibbs, 2002). 
The participants in the interviews are team leaders in one specific company from different 
departments, as mentioned earlier in this chapter, since there is limit number of leaders 
related directly to product and service innovation in this company. Participants were 
asked to indicate how many new products or services they had introduced during the past 
five years in each set. In addition, questions related to the concepts undertaken in this 
study were also asked in the interviews (See Appendices 18 and 19). To a high degree, 
the questions included in the interviews as well as the discussions are deliberating, in 
general, were about the notion “innovation”, in which, some refers it as creativity form 
another scope.  
Meanwhile, due to the small number of leaders responsible of introducing and generating 
innovative products and services, the interviews were conducted with teams’ leaders 
whom are not really related or responsible for product and service innovation. Whereas, 
the main aim of interviewing those leaders is to give comprehensive insight regarding 
encouraging innovativeness among the employees. Similarly, to reveal if there is any kind 
of encouragement for any new idea that could introduce innovative product or service 
through any employee in any department. In addition, these interviews aim at exploring 
the extent of applying transformational leadership behaviours along the process of leading 
teams, and how employees feel about such behaviours? Moreover, these interviews and 
discussions take a place with such leaders to shed the light on the general policy of the 
organisations in terms of supporting the members for critical thinking that leads to idea 
generation, which in turn, helps in introducing innovative ideas by any employee from 
any department. Thus, as shown in appendix 5 the questions of the interviews deliberating 
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the varaibles undertaken in the current studies namely: transformational leadership, job 
satisfaction, knowledge sharing and innovation. However, the main focus will be given 
to the discussions and questions that addressing transformational leadership style and 
innovation.    
5.10 Summary 
In this chapter, the researcher provides a full picture about methods used in conducting 
this study. Three types of philosophical issues: ontology, epistemology and axiology. 
Ontology is concerned with the nature of reality and questions whether the reality is 
external to social actors or they create it. Ontology has further two extreme positions; 
those of objectivism and subjectivism. Objectivists believe that reality is objective, 
externally given and already exists. Whereas, subjectivists believe that reality is socially 
constructed by the social actors which further need interpretations in the contemporary 
context of social actors. Epistemology concerns about the nature of knowledge and 
questions that should be known or regarded as an acceptable knowledge. Epistemology 
also has two extreme positions; those of positivist and interpretivist. On the one hand, 
positivists believe that knowledge is only acceptable when a phenomenon is quantifiable, 
measurable and testable (Saunders, Lewis and Thornh, 2012). 
On the other hand, interpretivist believes that social actors create knowledge in their 
context, and the researcher needs to interpret the subjective meanings of those social 
actors in their context to create knowledge. Therefore, objectivists and positivists use 
quantitative data and apply statistic tools to create knowledge. In contrast, subjectivists 
and interpretivist use qualitative data such as interviews and subjectively draw inferences. 
Axiology is concerned with the researcher’s values, believes and culture and its impact 
on research. Objectivists and positivists believe that research is value free and not biased, 
but subjectivists and interpretivist believe that values, beliefs and culture cannot be 
separated from the researcher therefore research is biased (Bryman and Bell, 2015; 
Saunders, Lewis and Thornh, 2012; Denzin and Lincoln, 2011). 
These philosophical stands further fed into paradigm which is an individual’s world view. 
Paradigms are further divided into two types, inductive and deductive. The main aim of 
an inductive paradigm is to develop a new theory. While, the main aim of a deductive 
paradigm is to test a theory which already existed. Further, inductive paradigm is based 
upon qualitative data and examines the research topic in the actual context by interviews 
or observations. In contrast, deductive paradigm uses quantitative data to test a theory or 
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proposition. The researchers believe that there is no right or wrong paradigm. Therefore, 
the choice of a paradigm is based upon the researcher, however, partly determined by the 
nature of the investigation, the researcher’s philosophical stance and the aim of the 
research, and the nature of the research’s questions (Collis and Hussey, 2013).  
Finally, since this research is following mixed methods, its methodology, philosophy and 
paradigms lie in the middle rather than any extreme positions; also, known as pragmatism 
(Nuyts, 2001). The qualitative phase is subjectivism on ontology; interpretivism on 
epistemology. On the other hand, quantitative phase will be objectivist on ontology, 
positivist on epistemology (Bryman and Bell, 2015). Hence, the overall research 
methodology is mixed methods. Depending on the above discussion, this chapter focused 
on the philosophical and methodological underpinnings of this research which resulted 
into adopting methods—on one hand, a positivistic philosophical stance and a quantitative 
methodology. Survey strategy adopted for data collection while testing the hypotheses 
was selected for data analysis and framework development. On the other hand, 
interpretivism philosophical stance and a qualitative methodology are used with a single 
case study including in-depth interviews, with the second part of the sample for this 
research which the leaders, since the first part is the employees. This procedure will take 
place at the data collection stage as well (along with the survey in the same time), after 
that coding those responding into themes in order to convert them into some findings and 
recommendations.    
Moreover, the choice of concurrent strategy is based on the advantages of this strategy 
such as, avoiding any bias to one method or dominating of one method upon the other, 
getting lost among two methods when using other strategy such as sequential or 
transformative, the influence that could occur when using a method prior to another 
(sequential) or transfer between methods (transformative), and since concurrent strategy 
saves the researcher time and money. In summary, the researcher conducts both data 
collection and analysis simultaneously. This means, the data collected using both 
questionnaire survey via the employees and interviews via teams’ leaders will be in the 
same time frame and this also applies for data analysis. 
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6 CHAPTER SIX: DATA ANALYSIS AND RESULTS 
6.1 Introduction 
This chapter represents the techniques used in data analysis to examine the direct impact 
of transformational leadership on innovation, in addition to the indirect impact of 
transformational leadership on innovation through the mediating role of job satisfaction 
and the moderating role of knowledge sharing in Jordanian Telecommunication Sector. 
Structural Equation Modelling (SEM) with AMOS23 was utilised to test the hypothesised 
causal relationships. SEM helps in establishing models, mirroring complex relationships, 
and analysing both direct and indirect effects. It entails two steps: 1) A measurement 
model to assess the construct validity of the model. 2) A structural model towards testing 
and evaluating the causal relationships among the variables. Additionally, multi-group 
invariance was employed to parallel the model among groups. Invariance testing typically 
begins with arrows in the measurement model from variable to indicator; after that, it tests 
the structural arrows connecting the variables. Prior to these steps there are some 
descriptive statistics, including a validity measurement model for each sector, the 
invariance of the model and the testing of hypotheses. 
6.2 Quantitative analysis 
6.2.1 Analysis with the modified scales 
In this section, the analysis is based on the modified reating sclaes, wherein, the researcher 
is using different response ratings, as discussed earlier. Several procedures will be 
employed in order to fulfil the quantitative analysis part: First, the results of testing the 
validity and reliability; Second, the direct impact of transformational leadership 
behaviours on job satisfaction, knowledge sharing, and product and service innovation; 
Third, statistics will represent the simple description about the sample such as the mean, 
the median, and the characteristics of the sample in general. Moreover, the number of 
tests for the appropriateness of items in the questionnaire and the construct used will take 
part as well; fourth, structural equation model employed in order to examine the indirect 
effect of transformational leadership on innovation. In addition to all tests needed to 
examine the mediating effect of job satisfaction of the relationship between 
transformational leadership and innovation. Fifth, hierarchical multiple regression 
employed to test the moderating effect of knowledge sharing on the relationship between 
transformational leadership and innovation.    
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6.2.2 Statistics Description (Demographics) 
In this section, description of demographical features of the respondents from the 
Jordanian telecommunication sector is given, as demonstrated in Table 6-1. The net total 
number was 486 respondents. 
Gender: The percentage of the female was (41.15%) and the male was (58.85%).  
Marital status: (51.44%) single, (41.15%) married, and (7.41%) divorced, and 
represented as 1 = single, 2 = married, 3 = divorced. 
Age: The sample was divided into five age categories: (31.07%) were 25 years or under, 
37.04% were aged (26-35), 33.5% were aged (36-45), 25.72% were aged (46-55), and 
4.12% were aged 55 or over; represented as 1, 2, 3, and 4 respectively. 
Job Tenure: Categories as: (16.05% held position) up to 5 years, (36.21%) for (6-10 
years), (29.42%) for (11-15 years), (15.43%) for (16-20 years), and (2.88%) for 21 years 
or over; represented as 1, 2, 3, 4, and 5 respectively. 
Education level: The participants were similarly categorized as: with less than 
Bachelor’s degree (2.06%), Bachelor’s degree (67.08%), with a high diploma (10.29%), 
Masters (18.52%), and a doctorate (2.07%). Consequently, the majority of the participants 
had a bachelor, high diploma, and masters; represented as 1, 2, 3, 4, and 5 respectively. 
Table 6-1 Demographic statistics of the sample 
Features Group Number 
Overall 
sample/percentage 
Gender 
Male 200 41.2% 
Female 286 58.8% 
Marital status 
Single 250 51.4% 
Married 200 41.2% 
Divorced 36 7.4% 
Age 
 
≤25 151 31.1% 
26-35 180 37% 
36-45 125 25.7% 
46-55 20 4.1% 
≥56 10 2.1% 
Job Tenure 
≤5 78 16.1% 
6-10 176 36.2% 
11-15 143 29.4% 
16-20 75 15.4% 
≥21 14 2.9% 
Education level 
Less than Bachelor’s 10 2.1% 
Bachelor’s 326 67.1% 
High diploma 50 10.3% 
Master 90 18.5% 
Doctorate 10 2.1% 
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6.2.3 Simple statistical descriptive of the construct 
In order to make sure no assumption within the construct is violated, which may produce 
problems during the assessments, a process of screening the data prior to any tests took 
place in this investigation as recommended by Byrne (2013). Applying SEM needs the 
data to be univariate and multivariate normal. However, univariate normality is essential 
but not adequate for creating a multivariate normal distribution (Little and Rubin, 2014). 
Consequently, multivariate normality test is carried out and represented along with the 
measurements of kurtosis and skewness where it is assumed to be appropriate for normal 
distribution. However, skewness indicates symmetry, in other words, the absence of 
symmetry. A data set is considered as symmetric if it seems to be similar from the left 
and right of the centre spot, whereas, kurtosis clarifies the peak of the distribution. Also, 
the values of both measurements should be between the ranges of 2 to -2 to attain the 
multivariate normality condition for the data set (Burns and Burns, 2008). This was 
applied for the data set in this study as Table 6-4 shows the statistical descriptive for all 
the items in the questionnaire.  
However, Table 6-5 shows the same measurements for the construct as well, where 
transformational leadership includes four behaviours: idealised influence, inspirational 
motivation, intellectual stimulation, and individualised consideration. Job satisfaction 
contains five categories: work on current job, current payment, promotions’ 
opportunities, supervision, and co-workers. Knowledge sharing indicates two facets: 
donating and collecting. Finally, innovation is represented by innovative product and 
service. These descriptive are useful in detecting any error, prior to the analysis, which 
might occur within the data set through noticing any mistakes in the calculation. For 
instance, the sum of the percentage of the variable age should be 100%. In addition, the 
maximum value should be 4 and minimum value 1 for the same variable. Otherwise, there 
was an error in entering the data or a case where one of the respondents has answered this 
variable in a wrong way (Pallant, 2013), as shown in Table 6-2. (See appendix 6). 
Prior the data collection and analysis processes, the response format of abridge job 
satisfaction scale (aJDI) was transformed from (yes/uncertain/no) format into five-point 
scale (1, 2, 3, 4, and 5) format. This procedure allows more accurate responses and its 
desirable among employees. For example, regarding the “current work” aspect, these 
answers may not reflect the accurate assessment of the respondents since a respondent or 
an employee may satisfy with some aspects of his/her work (Bobko, 1985; Hanisch, 1992; 
Carter et al., 2011). Additionally, following the work of Johnson, Smith and Tucker 
(1982) who suggested that, 5-point scale is substantial and recommended with researches 
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that concentrates and requires intense sensitivity at the constructive end of the supervision 
dimension, which is the case in this study. Moreover, Scarpello and Campbell (1983) 
suggested that “the 1–5 global rating of overall job satisfaction may be a more inclusive 
measure of overall job satisfaction than summation of many facet responses” (p. 577). 
Further, such modified version of aJDI, in terms of scoring rate, have been used 
previously and confirmed high validity and reliability (Gregson, 1990; Bartolo and 
Furlonger, 2000). Whereas, Roznowski (1989) used item response theory (IRT) to 
provide an evidence to the need of multi-response form for JDI.  
Sekaran and Bougie (2016) stated that, “At times, we may also have to adapt an 
established measure to suit the setting, for example, a scale used to measure job 
performance, job characteristics, or job satisfaction in the manufacturing industry may 
have to be modified slightly to suit a utility company or a health care organization. The 
work environment in each case is different and the wordings in the instrument may have 
to be adapted. However, in doing this, we are tampering with an established scale, and it 
advisable to test for the adequacy of the validity and reliability afresh”. (p. 223). 
Also, Ramayah, Jantan and Tadisina (2001) combined JDI with another scale of job 
satisfaction in an attempt to obtain a new scale that could be equivalent to JDI but, with 
5-point scale ranging from 1 “strongly disagree” to 5 “strongly agree”. The assumption 
based on the fact that, each person has different way to indicate the similar degree of 
weighting every single aspect of the JDI. Further, this modified scale acquires high level 
of validity and reliability. The procedure followed to build such response format is 
through take the summation of the designated weights for each paragraph among entire 
paragraphs that containing the specific job aspect. Then, adding up the entire five aspects 
of job satisfaction to obtain the overall job satisfaction score. Finally, the original scale 
was adjusted in that, every item examined the assent and likewise, the degree of weight 
(importance) given through the participants. The variance response was calculated by 
capturing the difference among the assent and the degree of weight (importance) whereas, 
the results of multiplying the assent and the degree of weight (importance) responses were 
used to obtain weighted score. Additionally, the tests of validity and reliability provided 
in section (6.6). Moreover, regarding the inverse paragraphs within aJDI, the treatments 
for such issue have been performed through the features of SPSS software as 
recommended by Blunch (2012) and Pallant (2013). In which, a process of recoding the 
responses for the inverse paragraphs to match other responses’ coding. 
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Nevertheless, the same procedure applied for all the paragraphs of the questionnaire, 
where the maximum and minimum value of the answers should be between 1 and 5. Table 
6-3 shows these values. (See appendix 7). Whereas, Table 6-4 shows the Kurtosis and 
skewness values. (See appendix 8). 
Similarly, Table 6-5 provides the descriptive statistics for the constructs within the 
questionnaire.
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Table 6-5 Descriptive Statistics for the constructs 
Construct 
N Mean 
Std. 
Deviation 
Segmentation 
Mean 
Std. 
Deviation 
Skewness Kurtosis 
Statistic Statistic Statistic Statistic Statistic Statistic 
Std. 
Error 
Statistic 
Std. 
Error 
Transformational 
leadership 
486 
4.16 
 
0.776 
Idealised Influence 4.15 0.741 -.216 .111 -1.197 .221 
Inspirational Motivation 4.16 0.741 -.231 .111 -1.210 .221 
Intellectual Stimulation 4.17 0.741 -.237 .111 -1.231 .221 
Individualised Consideration 4.16 0.750 -.258 .111 -1.255 .221 
Knowledge 
Sharing 
486 
4.13 
 
0.794 
Donating 4.06 0.755 -.193 .111 -1.295 .221 
Collecting 4.06 0.703 -.333 .111 -.952 .221 
Job Satisfaction 486 
4.12 
 
0.797 
Work on Current Job 4.15 0.842 -.523 .111 -.620 .221 
Current Pay 4.12 0.708 -.420 .111 -.256 .221 
Opportunities for Promotion 4.10 0.847 -.615 .111 -.547 .221 
Supervision 4.10 0.538 -.185 .111 -.848 .221 
Co-workers 4.16 0.639 .016 .111 -.909 .221 
Innovation 486 4.12 0.798 Product & Service 4.12 0.798 -.203 .111 -1.102 .221 
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According to the results showed in Tables 6-4 and 6-5, it is approved that both items and 
constructs are normally distributed since the value of skewness and kurtosis were ranked 
between 2 and -2. 
Regarding the reliability, the researcher performed this test in the first stage, by including 
all items for each variable and the results were as shown in Table 6-6 for transformational 
leadership as a whole.   
Table 6-6 Reliability Statistics for TL 
Cronbach's Alpha N of Items 
.993 20 
Nevertheless, the full details of this measurement were represented for all constructs 
and paragraphs in this variable in Table 6-7. (See appendix 9).  
The Cronbach’s Alpha for the second variable, job satisfaction, was 0.917 as shown in 
Table 6-8, whereas, the constructs were presented in detail as shown in Table 6-9. (See 
appendix 10). 
Table 6-8 Reliability Statistics for JS 
Cronbach's Alpha N of Items 
.917 25 
For the third variable which is knowledge sharing, the value of Cronbach Alpha was 
0.949 as shown in Table 6-10.  
Table 6-10 Reliability Statistics for KS 
Cronbach's Alpha N of Items 
.949 10 
The values of the constructs and paragraphs for this variable can be seen in Table 6-11. 
(See appendix 11).  
 
Finally, the last variable which is innovation, the value of Cronbach Alpha was 0.973 as 
shown in Table 6-12. 
Table 6-12 Reliability Statistics for IN 
Cronbach's Alpha N of Items 
.973 13 
The value of the paragraphs for this variable is shown in Table 6-13. (See appendix 12). 
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6.3 Missing Data 
The procedure of handling the missing data was conducted in this study prior to the 
analysis stage. According to Little and Rubin (2014), chi-square statistics for diagnosing 
the randomness of missing data is the test to do so. They recommended that the data may 
be supposed to be missing completely at random (MCAR) if the p value for (MCAR) test 
is not significant. However, the results indicated no missing value.  
6.4 Outliers 
The original number of participants in the sample was 492; however, a statistical test 
called “critical value for mahalanobis distance” was applied on the sample. This test 
shows the multivariate outliers in order to exclude them from any statistical procedure. 
Since the outliers affect the statistical results, the remaining sample became 486 after 
excluding six cases (Varmuza and Filzmoser, 2016).  
6.5 Pearson’s Correlations between Latent Factors/Constructs 
In order to test the linearity in data, Bivariate Pearson’s correlations were performed. 
Pallant (2013) described it as a vital preliminary analysis test, that allows the researcher 
to identify the level of correlation in data and to discover if there is any departure from 
the linearity that might disturb the correlations. Table 6-14 represents the results of 
Bivariate Pearson’s correlations among the 12 constructs (latent variables). The results 
demonstrate a strong and positive correlation among the 12 factors (latent variables) at 
(p<.01).
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Table 6-14 Bivariate Pearson’s correlations 
 IF IM IS IC KSD KSC JSCW JSCP JSPO JSS JSCO INN 
IF 1 .150** .153** .138** .212** .766** .870** .981** .852** .675** .886** .850** 
IM .127** 1 .159** .140** .911** .792** .706** .884** .821** .161** .173** .137** 
IS .233** .115** 1 .163** .940** .378** .302** .402** .356** .176** .183** .139** 
IC .238** .240** .163** 1 .927** .364** .285** .378** .340** .175** .165** .119** 
KSD .912** .911** .940** .927** 1 .230** .240** .712** .747** .649** .705** .854** 
KSC .666** .692** .778** .764** .530** 1 .765** .738** .402** .257** .282** .834** 
JSCW .770** .806** .802** .785** .740** .765** 1 .181** .177** .231** .115** .824** 
JSCP .781** .784** .802** .778** .612** .738** .181** 1 .227** .130** .162** .118** 
JSPO .852** .821** .756** .840** .847** .402** .377** .127** 1 .192** .154** .187** 
JSS .875** .861** .876** .875** .249** .257** .231** .230** .192** 1 .226** .242** 
JSW .786** .773** .783** .765** .205** .182** .115** .162** .154** .226** 1 .225** 
INN .850** .937** .939** .919** .854** .834** .924** .918** .887** .842** .925** 1 
**. Correlation is significant at the 0.01 level (2-tailed). 
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6.6 Structural equation modelling 
This model reflects the indirect effect or the mediating role of job satisfaction on the 
relationship between transformational leadership and innovation. Data analysis in this 
study was completed by operating structural equation modelling (SEM) in order to 
validate the research model. This method had been selected on the basis of its proficiency 
of testing casual relationships among constructs with multiple measurement variables 
(Joreskog and Sorbom, 1996; Blunch, 2012). In addition, SEM solves some issues such 
as path analysis, where it does not consider the reliability of observed variables and 
handles them as precise alternatives for the constructs they characterise through 
characterising every single construct as an underlying variable or factor (Bollen, 2002). 
SEM is an influential statistical procedure that mixes measurement pattern or 
confirmatory factor analysis (CFA) and structural model towards a concurrent statistical 
examination. 
CFA is a method to identify which variables load at which factors. It is described as theory 
testing procedure. On the other hand, factor analysis contains exploratory factor analysis 
(EFA) that aims towards deciding whether the factors are associated or not. However, it 
performed without recognising the number of factors that actually occur. Consequently, 
EFA is operated in order to outline the relations among variables or factors, and then it 
utilises multivariate procedures towards assessing the relations. Therefore, it reflects 
theory building rather theory testing (Blunch, 2012). SEM is predominantly worthy for 
inferential data analysis and hypothesis testing. It allows flexibility in modelling 
relationships between various predictor and benchmark variables, and statistically 
examines a priori hypothetical propositions in contrast to empirical data throughout CFA 
(Raykov and Marcoulides, 2012).  
In this investigation, EFA is employed to make a screening process that allows the 
researcher for improving and validating the data as recommended by Hair et al. (2010). 
The software “Statistical Package for the Social Sciences” SPSS version 23 was utilised 
in this study since it is available for free for the researcher. Thus, the EFA is run within 
68 paragraphs: 20 for transformational leadership, 25 for job satisfaction, 10 for 
knowledge sharing, and 13 for innovation. The outcomes showed that the Kaiser-Meyer-
Olkin (KMO) which represents adequacy of sample was (0.867) as shown in Table 6-15. 
The estimated value of this measurement should be over 0.50 (Burns and Burns, 2008). 
Consequently, the value that has been found mirrors that variables are valid for factor 
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analysis, therefore, factor analysis was conducted. In addition, Bartlett's Test of 
Sphericity is 33934.388; this is significant and indicates that at least two variables are 
correlated and should do factor analysis (Hair et al., 2010). 
Table 6-15 KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .867 
Bartlett's Test of Sphericity Approx. Chi-Square 33934.388 
Df 2278 
Sig. .000 
Consequently, as recommended by Hair et al. (2010) and Burns and Burns (2008) the 
researcher employed principal component factor analysis since it is widely employed in 
factor analysis with varimax rotation in order to yield factors that were linearly 
independent. Later, determining the held paragraphs or items, the eigenvalues that have 
value greater than 1 were considered as shown in Table 6-16. (See appendix 13).  
On the other hand, Table 6-17 (see appendix14) demonstrates the outcomes of the EFA 
test, where the majority of paragraphs in the construct were accepted. However, few 
paragraphs were eliminated since they did not meet the required value which is 0.5 and 
above. However, as shown in table 6-17 which represents the rotated component matrix, 
the factor loadings show 13 factors, and the desired are 12 factors. According to Hair et 
al. (2010) the loadings less than 0.4 can be ignored. Thus, all the values in column 13 are 
less than 0.4. (See appendix 14) 
Consequently, as shown in Table 6-16, the eigenvalue test represented 13 factors which 
did not match the number of the constructs in this study while it supposed to be 12 factors. 
Nevertheless, from table 6-17, the factor loadings show that the cross-loadings for the 
items INN5, INN8, and INN12 caused this problem. However, according to Hair et al. 
(2010), Blunch (2012), Pallant (2013), and Byrne (2013) this cross-loadings can be 
ignored if the value of the loadings is less than 0.3. The results indicated that all the values 
with cross-loadings were less than that. The final factors are 12 and the total remained 
paragraphs 68.  
Again, Cronbach Alpha was performed to make sure that the 13 factors generated through 
(EFA) are reliable and it was 0.829 for the whole constructs as shown in table 6-18. As 
well as for the whole 13 factors and paragraphs separately as shown in table 6-19. (See 
appendix 15). 
 
185 
 
 
 
Consequently, as recommended by Blunch (2012) the measurement model and the 
structural model are the two steps involved within SEM; whereas, the first step is utilised 
in order to assess the validity of the hypothesised model, the second step examines the 
causal relationships between the unobserved variables of the model. On the one hand, the 
measurement model identifies the associations among the factor loadings of the observed 
variables and the latent variables. On the other hand, this measurement would be validated 
regarding two issues: First, launching goodness levels of fitness that is suitable to the 
model. Second, make sure of construct validity by acquiring particular confirmation 
(Byrne, 2013). In addition, the column “Corrected Item-Total Correlation” demonstrates 
a value greater than 0.35, this indicates internal reliability of the components (Blunch, 
2012). 
Therefore, confirmatory factor analysis (CFA) was performed through AMOS23 in order 
to assess the validity of the measurement model, construct validity, consistency, and 
convergent and discriminant validity. Table 6-20 demonstrates the t-value for each item. 
(See Appendix 16). Convergent validity was verified via examining the factor loadings, 
that were supposed to be significant if they reached the point level 0.5 and above, (Hair 
et al., 2010).   
Again, the total number of items in the questionnaire were 68, those items tested using t-
value test. T-value test is a kind of statistical test that uses to verify the path coefficients, 
it supposed to be significant at (P<0.05) when it goes greater than (1.96) (Hair et al., 
2010). T-value is also conducted to see if the differences in means on various factors were 
statistically significant (Blunch, 2012).     
However, this does not confirm the convergent validity, and to do so the Average 
Variance Extracted (AVE) conducted as integral for this purpose. As recommended by 
Bagozzi and Yi (1988); Schermelleh-Engel, Moosbrugger and Müller (2003) the 
adequate (AVE) value is to be greater than 0.5 for overall constructs. However, the most 
known measure of reliability is Cronbach's coefficient alpha when testing scales. While, 
this measure has been criticized since it is a lower bound (over or under-estimated) and 
therefore undervaluing accurate reliability. A widespread option to coefficient alpha is 
composite reliability (CR), which is typically computed in synchronism with structural 
equation modelling (Mulaik et al., 1989; Bacon, Sauer and Young, 1995). Composite 
Table 6-18 Reliability Statistics 
Cronbach's Alpha N of Items 
.829 13 
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reliability (CR) was calculated as well in order to support the previous statistical results. 
Table 6-21 shows the AVE and CR values. 
6.6.1 The model measurement and confirmatory factor analysis results 
Again, SEM involves two steps: 1) Measurement model that is utilised in order to assess 
the validity of the hypothesised model. 2) Structural model that is utilised for testing the 
causality of the relationships between unobserved variables within the model. Moreover, 
the correlations among the factor loadings of the observed variables and the latent 
variables will be clarified through the measurement model (Blunch, 2012; Byrne, 2013). 
Two points should be taken into account when validating the measurement model: First, 
goodness of fit indices for the model; Second, proof of construct validity as well as the 
reliability of the measurement model (Bollen, 2014; Schumacker and Lomax, 2012; Hair 
et al., 2010). Construct validity incudes convergent and discriminant validity used to 
assess the measurement model validity; this had been conducted via CFA by employing 
AMOS23. However, factor loadings examination was employed for testing convergent 
validity, as showed previously they were considered significant when they 0.5 or greater 
(Hair et al., 2010).   
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Table 6-21 Validity and reliability of the measurement model 
The variable Factors Paragraphs Α AVE CR 
Transformational 
Leadership 
IF 
IF1 
0.962 0.77 0.93 
IF2 
IF3 
IF4 
IF5 
IF6 
IF7 
IF8 
IM 
IM1 
0.971 0.74 0.92 
IM2 
IM3 
IM4 
IS 
IS1 
0.974 0.66 0.88 
IS2 
IS3 
IS4 
IC 
IC1 
0.978 0.70 0.90 
IC2 
IC3 
IC4 
Knowledge sharing 
KSD 
KSD1 
0.985 0.71 0.91 
KSD2 
KSD3 
KSD4 
KSD5 
KSD6 
KSC 
KSC1 
0.977 
0.65 0.85 
KSC2 
KSC3 
KSC4 
 JSCW 
JSCW1 
0.989 0.71 0.91 JSCW3 
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Job Satisfaction 
JSCW4 
JSCW5 
JSCP 
JSCP1 
0.887 0.66 0.88 
JSCP2 
JSCP3 
JSCP5 
JSPO 
JSOP1 
0.994 0.63 0.87 
JSOP3 
JSOP4 
JSOP5 
JSL 
JSS1 
0.818 0.80 0.94 
JSS2 
JSS3 
JSS4 
JSS5 
JSW 
JSW1 
.0827 0.65 0.88 
JSW2 
JSW3 
JSW4 
JSW5 
Innovation INN P&S 
INN1 
0.964 0.64 0.94 
INN2 
INN3 
INN4 
INN5 
INN6 
INN7 
INN8 
INN9 
 INN10 
INN11 
INN13 
Note: α = Cronbach’s alpha, AVE = average variance extracted, CR = composite reliability, N= 486. 
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According to the results shown in Table 6-20 and as recommended by (Hair et al., 2010) 
both, composite reliability (CR) and the Cronbach’s alphas for entire factors are greater 
than (0.70). Furthermore, the values of AVE for all factors are above 0.5. 
6.6.2 Construct validity 
As mentioned in Chapter Five, construct validity consists of two types: Convergent and 
discriminant validity. However, a third type could be considered that is nomological 
validity. Accordingly, factor loadings, average variance extracted (AVE), and composite 
reliability (CR) were used in this study in order to evaluate the convergent validity for all 
constructs. The criteria for this evaluation showed as well. The average variance extracted 
for each construct compared with the corresponding squared inter-construct correlation 
(SIC) for evaluating discriminant validity. The criterion for this evaluation is that the 
AVE estimate should be larger than SIC estimates. Finally, construct correlations 
(estimates) were utilised to evaluate the nomological validity of the model. The criteria 
for this test is that the correlations among constructs should be positive. Again, in order 
to assess the discriminant validity as recommended by Fornell and Larcker (1981), the 
values of AVEs should be greater than squared inter-construct correlations and this can 
be seen in Table 6-22. 
Here, it is worthy to mention that, (as discussed in chapter 5) JDI has been modified from 
3-point scale to 5-point scale. Therefore, the process of retesting the reliability and 
validity shows no significant differences among the modified version and the original 
one. Nevertheless, these results have been confirmed through various studies such as 
(Johnson, Smith and Tucker, 1982; Lee Rasmussen, 1989). 
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Table 6-22 Correlations between the factors and AVEs 
Constructs 1 2 3 4 5 6 7 8 9 10 11 12 
IF 0.77            
IM 0.063 0.74           
IS 0.043 0.052 0.66          
IC 0.082 0.041 0.038 0.70         
KSD 0.072 0.132 0.172 0.236 0.71        
KSC 0.225 0.312 0.341 0.216 0.232 0.65       
JSCW 0.189 0.175 0.162 0.164 0.142 0.202 0.71      
JSCP 0.218 0.292 0.276 0.285 0.213 0.291 0.198 0.66     
JSPO 0.342 0.356 0.314 0.296 0.284 0.196 0.173 0.158 0.63    
JSS 0.198 .0252 0.247 0.298 0.234 0.163 0.134 0.152 0.122 0.80   
JSW 0.121 0.302 0.278 0.187 0.221 0.116 0.256 0.024 0.062 0.071 0.65  
INN 0.016 0.041 0.089 0.077 0.136 0.246 0.238 0.193 0.118 0.302 0.116 0.64 
Before starting the processes and procedures of testing the hypotheses, the Table 6-23 was provided in order to give an idea about the tests, 
measures, and criteria, for each one of them. 
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Table 6-23 Criteria of statistical tests 
The purpose Reflection Measures Definition Criteria 
Structural model fit 
measure assessment 
Absolute fit measures 
χ2/df 
 χ2 = Chi-square; 
df = degree of freedom 
2< X2/df < 5 
GFI Goodness of fit index ≥ 0.90 
RMSEA Root mean square error of approximation < 0.05-0.08 
Incremental fit 
measures 
NFI Normated fit index ≥ 0.90 
CFI Comparative fit index ≥ 0.90 
Parsimony fit measure AGFI Adjusted goodness of fit index ≥ 0.90 
Tucker-Lewis index TLI 
is a comparison of the normed χ² values for 
the null and specified models 
 
Measurement model 
Estimating the 
parameters of the 
model 
ML maximum likelihood  
Reliability Internal consistency Α Cronbach’s Alpha α> 0.7 
Squared multiple 
correlations 
model refinement SMC 
Initial estimates of the communality of a 
variable 
> 0.7 
Standard regression 
weight 
model refinement SRW 
The amount of change in the dependent 
variable that is attributable to a single 
standard deviation unit’s worth of change 
in the predictor variable. 
> 0.5 
dfttdt 
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Standard residual 
values 
model refinement SRV 
Standardized residuals normalize the data 
in regression analysis and chi square 
hypothesis testing 
above 2.58 or below – 
2.58 
High covariance and 
demonstrate high 
regression weights 
are candidate for 
deletion 
model refinement MI modification indices Threshold is 4  
Construct validity 
 
Convergent validity CV 
The degree to which independent measures 
of the same phenomenon are correlated 
factor loadings ≥ 0.5, 
average variance extracted 
AVE, and composite 
reliability 
Discriminant validity DV 
The extent to which a construct is truly 
different from other constructs 
average variance extracted 
vs squared inter-construct 
correlation (SIC); AVE > 
SIC 
Critical ratio Hypotheses testing  CR 
Test that population values of individual 
coefficients are 0 
> 1.96 
The ratios in Table 6.23 are combined from different sources (Tabachnick and Fidell, 2007; Blunch, 2012; Schumacker and Lomax, 2012; 
Hair et al., 2010; Byrne, 2013). 
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In order to assess the presence of hypothesised scopes of the model as well as measuring 
the covariance relationships between these scopes generated via the EFA, the researcher 
conducted a CFA. Consequently, the remaining items within the factors were the same 
since the criteria for all the tests indicated good fit. Figure 6.1 demonstrates the model 
measurement results. Table 6-21 shows the results for the CFA of the model.  
6.6.3 Goodness of fit indices 
There are three main ways to measure the fit indices through SEM: 1) Absolute fit indices, 
utilised in order to measure the complete model fit, such as the likelihood ratio statistic 
chi-square (χ2). Whereas, χ2, df, p > 0.05 indicates good model fit. The root means square 
error of approximation (RMSEA), these two measures: the absolute fit, whereas, RMSEA 
< 0.05 indicates good fit, while, when root mean square error < 0.08 indicates acceptable 
fit. In addition, the goodness of fit index (GFI) assesses the absolute fit, whereas when 
GFI > 0.90 this indicates good fit. 2) Incremental fit indices, this type utilised for 
comparing the suggested model with some baseline model; these indices contain two 
indexes the normed fit index (NFI), whereas the criteria for this measure is > 0.90 and the 
comparative fit index (CFI), whereas the criteria for this measure is > 0.90. Parsimonious 
fit indices are utilised for examining if the assessed model is simpler or could be enhanced 
through identifying less assessed parameter paths. One of the most used measures in 
parsimonious is the adjusted goodness-of-fit index (AGFI), whereas the criterion for this 
measure is > 0.90 (Hair et al., 2010; Joreskog and Sorbom, 1996; Byrne, 2013).  
In the first attempt to run the model the goodness of fit indices was not recommended; 
hence, procedures were conducted at this stage in order to meet the recommendation 
provided from many authors in structural equation modelling. For example, according to 
Byrne (2013) and Hair et al. (2010), to refine the model to meet the recommended criteria 
the (IM) values in the modification indices should be reviewed by the researcher and then 
discover the high values among them which allows the researcher to draw a covariance 
between the items that cause these high values and this contingent of the two items to be 
in the same construct. After doing so, the above measures of the goodness of fit indices 
met the criteria and the final model is shown in Figure 6-1.    
Unidimensionality, reliability and validity measures were evaluated through employing 
CFA. Accordingly, CFA was performed on the measurement model that consists of 12 
factors as showed in Table 6-24, with total number of items equal to 68 derived through 
EFA. For example, individualised consideration (IC) was measured by utilising 4 items 
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coding as IC2, IC3, IC4, and IC5. Full details about the items and the cods are provided 
in section 6.6. Moreover, maximum likelihood (ML) estimation techniques were used to 
assess the measurement model via AMOS23. As shown in Table 6-24 the preliminary 
results were obtained via CFA. The results revealed that for TL Chi square statistics χ2 = 
206.128, df = 110, χ2/df = 1.874, NFI = 0.951, TLI = 0.964, CFI = 0.973, GFI = 0.963, 
AGFI = 0.947, and RMSEA = 0.034. While the results of JS were χ2 = 215.311, df = 
112.452, χ2/df = 1.914, NFI = 0.962, TLI = 0.971, CFI = 0.986, GFI = 0.974, AGFI = 
0.965, and RMSEA = 0.041. The result of KS indicated that χ2 = 45.385, df = 30, χ2/df = 
1.513, NFI = 0.947, TLI = 0.959, CFI = 0.943, GFI = 0.939, AGFI = 0.942, and RMSEA 
= 0.043. Finally, innovation results revealed that χ2 = 65.547, df = 42, χ2/df = 1.561, NFI 
= 0.949, TLI = 0.955, CFI = 0.963, GFI = 0.956, AGFI = 0.962, and RMSEA = 0.040.  
Moreover, the overall model, including the 12 constructs, was measured in terms of 
Goodness of Fit, and the results were as following: statistics χ2 = 8372.922, df= 2083, 
χ2/df = 4.019, NFI = 0.946, TLI = 0.948, CFI = 0.952, GFI = 0.934, AGFI = 0.942 and 
RMSEA = 0.044. Accordingly, based on the results above, fit of data to the model was 
good; hence, the model accepted. Table 6-25 shows the results of the overall model 
indices. 
Table 6-24 Goodness of fit statistics of CFA model for the constructs 
Indices 
  Factors 
TL JS KS INN 
Chi-square χ² 206.128 215.311 45.385 64.547 
Df 110 112 30 42 
χ²/df 1.874 1.922 1.513 1.561 
RMSEA 0.034 0.041 0.043 0.040 
CFI 0.973 0.986 0.983 0.963 
NFI 0.951 0.962 0.977 0.969 
TLI 0.964 0.971 0.969 0.975 
GFI 0.963 0.974 0.969 0.966 
AGFI 0.987 0.965 0.972 0.969 
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Table 6-25 Goodness of fit statistics of CFA model 
Indices Results obtained Criterion 
Chi-square χ² 8372.922  
Df 2083  
χ²/df 4.02 2< X2/df < 5 
RMSEA 0.0401 < 0.05-0.08 
CFI 0.952 ≥ 0.90 
NFI 0.946 ≥ 0.90 
TLI 0.948 ≥ 0.90 
GFI 0.934 ≥ 0.90 
AGFI 0.942 ≥ 0.90 
196 
 
 
Figure 6-1 Measurement model
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In addition, further indications were recommended by Hair et al. (2010), Byrne (2013), 
and Blunch (2012). Besides, the results above showed the fitness of the model; for 
example, standard residuals were all within the threshold level (+2.58 – 2.58), standard 
regression weights were all greater than 0.7, and finally, critical ratios estimates were 
over 1.96. 
6.6.4 Structural modelling and hypothesis testing 
As demonstrated earlier in this chapter, this study applies the two aspects of SEM. 
Measurement model evaluation was achieved by examining unidimensionality, 
reliability, and validity of latent constructs using CFA, while EFA is running for the 
purpose of screening the data. This includes the factor loadings, reliability, and validity 
whether convergent and discriminant. Therefore, the next step is employing the second 
aspect of SEM, the structural model. The structural model can be performed as a next 
major phase to test the hypothesised relationships between the latent constructs in the 
proposed model. This allows the researcher to test the hypothesised relationships among 
the latent constructs in the proposed model (Hair et al., 2010). This model reflects the 
relations between the constructs demonstrated earlier in Chapter Four. The analysis has 
two directions based on the complex relations involving direct effect and indirect effect 
(mediation by job satisfaction and moderation by knowledge sharing) since the researcher 
did not intend to examine any relationships between the mediator (job satisfaction) and 
the moderator (knowledge sharing). 
6.6.4.1 Testing the direct and indirect effect of transformational leadership on 
product and service innovation 
On the one hand, one of the aims of this study is to examine the direct effect of 
transformational leadership on product and service innovation as well as the indirect 
effect through job satisfaction as a mediator variable. On the other hand, the direct effect 
of job satisfaction and knowledge sharing on product and service innovation within 
Jordanian telecommunication sector. These aims were achieved through the results 
obtained from the structural model as the coming part will explain the overall processes, 
procedures, indications and tests’ results. However, the strength and causality of the 
relationships will be tested by employing the structural model. Consequently, as 
demonstrated in Chapter five, hypotheses H1 (a-d) postulated direct and positive impact 
of transformational leadership behaviours on product and service innovation in Jordanian 
telecommunication sector. Hypotheses H2 (a-d) postulated direct and positive impact of 
transformational leadership behaviours on job satisfaction in Jordanian 
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telecommunication sector. Hypotheses H3 (a-d) postulated direct and positive impact of 
job satisfaction aspects on product and service innovation in Jordanian 
telecommunication sector. Hypothesis H4 postulated that job satisfaction mediates the 
relationship between transformational leadership and product and service innovation in 
Jordanian telecommunication sector. Finally, hypothesis H5 postulated that knowledge 
sharing moderates the relationship between transformational leadership and product and 
service innovation Jordanian telecommunication sector. In which, transformational 
leadership will have higher impact when knowledge sharing is high. Transformational 
leadership will have less impact when knowledge sharing is low.  
Overall results obtained through the measurement model have shown that the data fits the 
model very well. However, the focus at this stage is on the path coefficients as well as the 
t-value connected with them. The recommended criterion for this value is > 1.96 at p < 
0.05. This has been done with respect to all covariance that has been drawn as needed for 
the measurement model. Figure 6.2 shows the results of the structural model reflecting 
the direct effect of transformational leadership behaviours (IF, IM, IS, and IC) on the 
product and service innovation within Jordanian telecommunication sector.  
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Figure 6-2 Structural model of direct impact of TL on product and service
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Figure 6-3 below shows the direct impact of transformational leadership on product and 
service innovation. The results summarised in Table 6-26 indicate that hypothesis H1 
(a-d) is supported.  
Table 6-26 Goodness of fit indices for structural model 
Indices Results obtained Criterion 
Chi-square χ² 1296.675  
Df 450  
χ²/df 2.88 2< X2/df < 5 
RMSEA 0.041 < 0.05-0.08 
CFI 0.942 ≥ 0.90 
NFI 0.937 ≥ 0.90 
TLI 0.976 ≥ 0.90 
GFI 0.942 ≥ 0.90 
AGFI 0.954 ≥ 0.90 
Similarly, the indications in Table 6-27 demonstrate the goodness of fit for the indirect 
impact of TL on product and service innovation. 
Table 6-27 Goodness of fit indices of TL on product and service innovation 
Indices Results obtained Criterion 
Chi-square χ² 1165.1  
Df 453  
χ²/df 2.57 2< X2/df < 5 
RMSEA 0.034 < 0.05-0.08 
CFI 0.952 ≥ 0.90 
NFI 0.941 ≥ 0.90 
TLI 0.966 ≥ 0.90 
GFI 0.933 ≥ 0.90 
AGFI 0.962 ≥ 0.90 
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Figure 6-3 Direct impact of TL on product and service innovation
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Coefficient parameter estimate is one of the most crucial sections of structural modelling 
assessment. The covariance matrix established using parameter estimates towards 
structural model. Consequently, 68 items were used to define the model which in turn 
was employed to define 12 latent variables. Moreover, the model was tested using this 
covariance matrix. The criteria of this test depend on the critical ratio CR, while if the CR 
or t-value is greater than the recommended value which is 1.96 at p <0.05, then the 
coefficient statistically reflects significant value (Byrne, 2013; Hair et al., 2010). All the 
results regarding the tests, measurement, criteria, and hypotheses about the direct impact 
of TL and JS on INN, and the mediation effect have been summarised in Table 6-31.  
At this stage of the analysis, the paths analysis was used in order to examine the direct 
impact of transformational leadership behaviours on product and service innovation from 
one side. On the other side, to examine the indirect effect through job satisfaction as a 
mediator, this mediation effect will be tested through examining the significance or non-
significance of different paths (Zhao, Lynch and Chen, 2010). Consequently, the results 
in Figure 6.3 drawn from Amos23 for the direct impact show TL behaviours directly and 
positively impact the product and service innovation within Jordanian telecommunication 
sectors, with total impact of = 0.302, CR = 6.52, and standard error (S.E) = 0.046, with 
sub-impact of the four behaviours as, for IF estimate = 0.212, CR = 3.742, and S.E = 
0.057. IM with estimate = 0.198, CR = 4.756, and S.E = 0.042. IS with estimate = 0.222, 
CR = 3.159, and S.E = 0.070. Finally, IC with estimate = 0.256, CR = 4.016, and S.E = 
0.064.   
Similarly, testing the impact of TL behaviours on job satisfaction using the same 
technique in Amos23 showed results demonstrating that TL behaviours have a direct and 
positive impact on job satisfaction whereas the total impact of TL was 0.742, CR = 
16.322, and S.E = 0.045, with sub-impact of the four behaviours as, for IF estimate = 
0.694, CR = 10.632, and S.E = 0.065. IM with estimate = 0.714, CR = 12.871, and S.E = 
0.055. IS with estimate = 0.722, CR = 15.256, and S.E = 0.047. Finally, IC with estimate 
= 0.668, CR = 16.116, and S.E = 0.041. Table 6-28 shows the goodness of fit indices for 
the impact of TL behaviours on job satisfaction met the recommended criteria. 
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Table 6-28 Goodness of fit indices for the impact of TL behaviours on JS 
Indices Results obtained Criterion 
Chi-square χ² 3023.5  
Df 917  
χ²/df 3.3 2< X2/df < 5 
RMSEA 0.031 < 0.05-0.08 
CFI 0.944 ≥ 0.90 
NFI 0.961 ≥ 0.90 
TLI 0.956 ≥ 0.90 
GFI 0.937 ≥ 0.90 
AGFI 0.972 ≥ 0.90 
Again, since the study also examines the direct impact of TL as a whole on JS, another 
procedure took place using Amos in order to represent this impact. As shown in Figure 
6-5 where the four Is of TL were combined in one latent variable (TL) to see its impact 
as whole on JS. Table 6-28 represents the goodness of fit indices for this procedure, and 
the criterion was met as well. 
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Figure 6-4 Impact of TL behaviours on JS 
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Figure 6-5 Impact of TL on JS 
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Figure 6-6 Direct impact of JS aspects on product and service innovation 
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Figure 6-7 Direct impact of JS on product and service innovation 
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In testing the direct impact of job satisfaction aspects (current work, current payments, 
promotion opportunity, supervision, and co-worker) on product and service innovation, 
the results indicated that JS aspects directly and positively impact product and service 
innovation in Jordanian telecommunication sector, while the total impact of JS was 0.764, 
CR = 13.984, and S.E = 0.055, with sub-impact of the five aspects of JS as, for JSCW 
estimate = 0.698, CR = 11.436, and S.E = 0.061. JSCP estimate = 0.774, CR = 15.638, 
and S.E = 0.049. JSPO estimate = 0.801, CR = 15.489, and S.E = 0.052, JSS estimate = 
0.749, CR = 10.825, and S.E = 0.069. JSCO estimate = 0.666, CR = 12.741, and S.E = 
0.052. 
Moreover, figure 6-7 represents the direct impact of JS as a whole on product and service 
innovation. While, Table 6-30 demonstrates the results obtained via Amos showing the 
recommended criteria for goodness of fit indices. 
Table 6-30 Goodness of fit indices for JS aspects on product and service innovation 
Indices Results obtained  Criterion  
Chi-square χ² 2152.8  
Df 644  
χ²/df 3.34 2< X2/df < 5 
RMSEA 0.040 < 0.05-0.08 
CFI 0.974 ≥ 0.90 
NFI 0.939 ≥ 0.90 
TLI 0.948 ≥ 0.90 
GFI 0.936 ≥ 0.90 
AGFI 0.933 ≥ 0.90 
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Table 6-31 Results of the hypotheses testing 
Construct Code Name Hypothesis Direction Estimate S.E CR P Supported 
Transformation Leadership  TL H1 (a-d) TL         INN 0.302 0.046 6.52 0.05 YES 
Idealised Influence  IF H1a IF          INN 0.212 0.057 3.742 0.05 YES 
Inspirational Motivation IM H1b IM        INN 0.198 0.042 4.756 0.05 YES 
Intellectual Stimulation  IS H1c IS         INN 0.222 0.070 3.159 0.05 YES 
Individualised Consideration IC H1d IC         INN 0.256 0.064 4.016 0.05 YES 
Job Satisfaction  JS  H2 (a-d) 
 TL         JS 0.742 0.045 16.322 0.001 YES 
IF           JS 0.694 0.065 10.632 0.001 YES 
IM          JS 0.714 0.055 12.871 0.001 YES 
IS           JS 0.722 0.047 15.256 0.001 YES 
IC          JS 0.668 0.041 16.116 0.001 YES 
Job Satisfaction  JS  H3(a-e) JS             INN 0.764 0.055 13.984 0.01 YES 
Current Work  JSCW H3a JSCW        INN 0.698 0.061 11.436 0.01 YES 
Current Payment  JSCP H3b JSCP         INN 0.774 0.049 15.638 0.01 YES 
Promotion Opportunity  JSPO H3c JSPO        INN 0.801 0.052 15.489 0.01 YES 
Supervision  JSS H3d JSS          INN 0.749 0.069 10.825 0.01 YES 
C-Worker  JSW H3e JSW         INN 0.666 0.052 12.741 0.01 YES 
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6.6.4.2 Testing the mediating effect of JS 
Baron and Kenny (1986) defined the mediator variable as “a given variable may be said 
to function as a mediator to the extent that it accounts for the relation between the 
predictor and the criterion. Mediators explain how external physical events take on 
internal psychological significance, whereas moderator variables specify when certain 
effects will hold, mediators speak to how or why such effects occur” pp.1176. There are 
three main types of meditations: First, full mediation takes place when the significance 
of the effect of the independent variable, TL, on the dependent variable, INN, changes 
noticeably to the opposite direction, and this is only when the mediator variable, JS, is 
involved in the relationship. Second, partial mediation occurs when the effect of the 
independent variable, TL, is significant, whether directly or indirectly through mediator 
variable, JS. Third, the indirect effect occurs when the direct effect of the independent 
variable, TL, on the dependent variable, INN, is not significant; however, it’s significant 
with the presence of the mediator variable, JS (Hair et al., 2010; Blunch, 2012). 
Based on the discussion above, besides determining if there is any mediating effect of JS 
on the relationship between TL and INN, this study aims to clarify the type of this 
mediation effect. In doing so, there are various tests that can reveal the mediating effect. 
One of the most used techniques within structural equation modelling using Amos is path 
analysis (MacKinnon, 2008). This method was employed in this study to achieve its aim. 
Basically, this technique depends on the path coefficient represented by the value of β 
and the vicissitudes of this value among the casual relationship between the independent 
variable, TL, and the dependent variable, INN, with and without the mediator, JS. In other 
words, it is about calculating the effect of the intervening variable. The reasons for using 
this method were because it suits the SEM, it is available in Amos software, and it is 
widely used in such cases (Baron and Kenny, 1986; Hayes, 2009; Hayes, 2013).  
Figure 6-8 represents the model of testing the mediating effect of JS in the relationship 
between TL and INN. While the goodness of fit indices for this model is provided in 
Table 6-32. 
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Figure 6-8 Hypothesised model-structural model
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Table 6-32 Goodness of fit indices for the hypothesised model 
Indices Results obtained  Criterion  
Chi-square χ² 3297.821  
Df 1542  
χ²/df 2.14 2< X2/df < 5 
RMSEA 0.037 < 0.05-0.08 
CFI 0.947 ≥ 0.90 
NFI 0.938 ≥ 0.90 
TLI 0.951 ≥ 0.90 
GFI 0.942 ≥ 0.90 
AGFI 0.936 ≥ 0.90 
After obtaining the model via Amos and confirming that the goodness of fit indices was 
within the recommended criteria, the next step is to inspect the differences of the path 
coefficients through beta estimate (β) values along the paths both direct and indirect (Hair 
et al., 2010). The results obtained through Amos’s matrices (standardised regression 
weights, p value, the regression weights, and the direct and indirect effect) are represented 
in Table 6-33. Through these values a comparison between the direct effect and indirect 
effect via the changes of β values in the two cases (presence of the mediator and without 
mediator) took place to examine the mediating effect of JS on the relationship between 
TL and INN. 
Table 6-33 Direct and indirect effects 
Relationship  Direct P value  Result Indirect 
effect  
P value  Result  
TL  INN  0.27 0.01 Significant 0.72 0.01 Significant  
Consequently, drawn from the results above the direct and indirect effects were 
significant; however, the indirect effect through the mediators, JS, was higher than the 
direct effect of TL on INN. In turn, these values supported hypothesis number H4 that is 
concerned about the mediating effect of JS in the relationship between transformational 
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leadership and product and service innovation in Jordanian telecommunication sector. 
But, this mediation was partial.     
6.6.4.3 Comments on testing the moderating effect of knowledge sharing 
Again, Baron and Kenny (1986) defined the moderator variable as “a moderator is a 
qualitative (e.g., sex, race, class) or quantitative (e.g., level of reward) variable that 
affects the direction and/or strength of the relation between an independent or predictor 
variable and a dependent or criterion variable. Specifically, within a correlational 
analysis framework, a moderator is a third variable that affects the zero-order 
correlation between two other variables. ... In the more familiar analysis of variance 
(ANOVA) terms, a basic moderator effect can be represented as an interaction between 
a focal independent variable and a factor that specifies the appropriate conditions for its 
operation.” p. 1174. 
When measuring the moderating effect with a continuous variable, the researcher should 
take into account that a new product within the relationship would be created. This 
product reflects a new variable of the moderated variable and the moderator variable. 
Then this variable will be inserted into the original relationship. However, the effect of 
this new variable can be explained if the effect of the new product is significant, 
consequently the effect of the independent variable on the dependent variable contingent 
on the effect level of the new variable (the moderator variable) (Aiken, West and Reno, 
1991). In this regard, the interaction analysis will be employed which in turn gives the 
researcher an opportunity to assess the moderation effect in this relationship.  
The process involved creating a new variable by multiplying the independent variable, 
TL, by the moderator variable, KS; after that, bring them together through Amos software 
in one model in order to inspect the results of the interaction between the independent 
variable, TL, the moderator variable, KS, the new product variable, TL * KS, and the 
dependent variable, INN, that is obtained through running this model.  
Byrne (2013) recommended that multi-group analysis within structural equation 
modelling is appropriate for examining the direct and indirect effect; in that, it reveals 
any differences among relationships with the intervention of the moderator variable. In 
order to test the moderating effect of knowledge sharing regarding the relationship 
between transformational leadership and product and service innovation, a process of 
recoding the responses of the knowledge sharing section have taken place in this analysis 
which allows testing the moderating effect (Pallant, 2013). This recoding process is based 
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on the type of knowledge sharer. Whereas, “low” knowledge sharing constructed 
depended on recoding the two constructs (factors) that represent the latent variable 
“knowledge sharing”, with total number of 10 items. However, the two factors responses 
would be as: “+2” strongly agree, “+1” agree, “0” neutral, “-1” disagree, and “-2” strongly 
disagree. Moreover, a process of reversing these ratings was performed in order to make 
sure that these ratings match the old ones, and it was confirmed. The total response for 
each participant was calculated, then the “high” level of knowledge sharing was indicated 
by the positive value of summation, and the “low” level of knowledge sharing indicated 
by the negative value of the summation (Topping, 2016). This process has been conducted 
using the features of the software SPSS. However, both procedures were conducted in 
order to make sure that the results from both tests matched and there were no big 
differences in the results. This process was widely used in several studies such as the one 
by Howell and Avolio (1993). 
In order to overcome the weaknesses of using one method, the researcher attempted to 
conduct both recommended methods which allow more understanding and high degree 
of confirmation in terms of assessing the moderation effect of KS.   
Creating a moderator product for the interaction  
To enable such examination, the researcher converted the latent variables to observe 
variables through computing the mean score for all variables including: TL behaviours 
(idealised influence, inspirational motivation, intellectual stimulation, and individualised 
consideration), KS aspects (donating and collecting), and INN. Consequently, after 
conducting the required procedures on the dataset using SPSS software, since it is suitable 
and useable for interaction analysis with Amos, every single factor will be represented by 
a single indicator, that is, the mean score for the items that form that factor. However, the 
reliability was retested for these new factors in order to be sure about the internal 
consistency. The convergent and discriminant validity were conducted as well as 
recommended by (Hair et al., 2016). The interaction effects using Amos is represented in 
Figure 6-9. The new variables after creating the mean scores will be as seen in Table 6-
34. 
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  Table 6-34 Reliability and validity of the mean scores 
The variable The factor α AVE CR T-Value 
TL 
IF  0.87 0.74 0.88 13.197 
IM 0.88 .076 0.89 12.882 
IS 0.85 0.72 0.87 13.752 
IC 0.89 0.75 0.83 14.443 
KS 
KSD 0.90 0.78 0.84 16.365 
KSC 0.91 0.77 0.85 15.228 
INN INN 0.91 0.73 0.87 17.437 
TL_KS_PRODUCT 
TL_IF_KSD 0.82 0.73 0.85 13.185 
TL_IF_KSC 0.82 0.73 0.85 13.164 
TL_IM_KSD 0.83 0.75 0.86 12.279 
TL_IM_KSC 0.83 0.75 0.86 12.318 
TL_IS_KSD 0.83 0.77 0.88 13.015 
TL_IS_KSC 0.83 0.77 0.88 13.112 
TL_IC_KSD 0.86 0.76 0.87 14.745 
TL_IC_KSC 0.86 0.76 0.87 14.652 
Moreover, the goodness of fit indices showed that the data fits the model as shown in 
Table 6-35. 
Table 6-35 Goodness of fit indices for the hypothesised model 
Indices Results obtained  Criterion  
Chi-square χ² 255.972  
Df 83  
χ²/df 3.084 2< X2/df < 5 
RMSEA 0.037 < 0.05-0.08 
CFI 0.947 ≥ 0.90 
NFI 0.938 ≥ 0.90 
TLI 0.951 ≥ 0.90 
GFI 0.942 ≥ 0.90 
AGFI 0.936 ≥ 0.90 
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Using the standardized matrix for the regression weights that generated through Amos 
shows the critical ratio, p-value, and R2 which in turn, allows the researcher to obtain the 
inferences about the results of the interactions that demonstrate the moderating effect of 
KS in the relationship between TL and INN (Hair et al., 2016). Table 6-36 represents 
these results. 
Table 6-36 Moderating effect of KS through interaction analysis 
The path Estimate S.E C.R P-value 
TL>>INN 0.362 0.034 10.647 0.05 
KS>>INN 0.430 0.064 5.658 0.05 
TL_KS_PRODUCT>>INN 0.456 0.077 5.922 0.05 
As the results indicated the interaction effect of the new variable (TL_KS_PRODUCT) 
that generated through multiplying TL behaviours and KS aspects, there was a significant 
relationship between the moderator variable and INN. In other words, the presence of KS 
as moderator positively fosters the relationship between TL and INN. In that, the effect 
of TL behaviours on INN increases with the existence of KS.  
 
Figure 6-9 Interaction effect of TL, KS, TL_KS_PRODUCT, and INN 
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Testing the moderation effect through multi-group analysis  
As mentioned earlier a process of recoding the responses for KS allows the researcher to 
make a kind of segmentation in which KS splits into two groups (high and low). The 
sample will then be divided into two groups for high and low level of KS. Then the CFA 
was conducted through Amos for the two groups of KS (high and low) as well as the new 
product variable generated through multiplying the independent variable and the 
moderator variable. Figure 6-10 depicts the multi-group analysis model. The results of 
goodness of fit of the model are showed in Table 6-37. So, the procedure in this case 
consists of two groups that will be tested simultaneously. However, after splitting out the 
sample, the results indicated that 266 participants showed high level of KS, while 220 
participants showed low level of KS. A comparison was then conducted between the 
group of high level KS and the group of low level KS in order to examine the moderation 
effect.  
Table 6-37 Goodness of fit indices for multi-group analysis 
Indices Results obtained  Criterion  
Chi-square χ² 2150.9  
Df 812  
χ²/df 2.649 2< X2/df < 5 
RMSEA 0.041 < 0.05-0.08 
CFI 0.974 ≥ 0.90 
NFI 0.963 ≥ 0.90 
TLI 0.966 ≥ 0.90 
GFI 0.958 ≥ 0.90 
AGFI 0.947 ≥ 0.90 
The same procedure will be followed in this type of analysis; however, the characteristic 
of this type distinguishes two groups of KS (high KS and low KS). After that, the 
differences in the results obtained through Amos matrices for the two groups will identify 
the existence of the moderation effect. Consequently, two stages of analysis have taken 
place according to the level of KS by using constrained and unconstrained intercepts 
models and the Chi square differences between the two groups. However, since the 
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structural model revealed good indications in terms of validity and reliability, there is no 
need to assess the validity and the reliability in this part (Hair et al., 2010; Hair et al., 
2016; Byrne, 2013).   
219 
 
 
Figure 6-10 Multi-group analysis
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The results indicated that under a high level of KS (group 1) the TL behaviours 
demonstrated high impact on INN. In contrast, under low level of KS, TL behaviours 
demonstrated low impact on INN. The results obtained through multi-group analysis 
summarised in Table 6.38 indicated that there is a difference in the impact of TL on INN 
among these two groups (high and low KS). This multi-group analysis relies mainly on 
whether the differences of chi square are statistically significant.     
Three steps recommended by Marsh and Hocevar (1985), Byrne (2004), and Koufteros 
and Marcoulides (2006) were followed in order to perform the moderation effect test. 
First, permitting the structural parameters to differ freely along the both groups to outline 
a baseline model (model 1) withχ² = 827.361, df = 296, TLI = 0.968, and CFI = 0.974. 
Second, constraining the structural paths among both groups to outline a constrained 
model (model 2), the values became as, χ² = 904.248, df = 346, TLI = 0.942, and CFI = 
0.951. Third, makes a comparison of the equality of the paths between the both groups 
employing the χ² difference among model (1) and model (2). 
Table 6-38 Multi-group differences in impact of TL with on INN 
Relationship 
Direction 
Model 
Chi- square 
(χ²) 
df Δχ² Δdf CFI Sig 
TL→INN Unconstrained  2150.9 812 - - 0.974 N/A 
TL→INN Constrained  2164.0 813 13.1 1 0.975 p < 0.05 
Hypothesis H5 predicted a moderation effect plays via KS on the relationship between 
TL and INN. The results obtained through the multi-group invariance analysis indicated 
that hypothesis H5 was supported. Multiple-group testing was employed to assess 
whether any of the significant hypothesised relationships in the baseline model differed 
for the high level of KS and low level of KS. Therefore, the first structural invariance was 
run, the structural coefficients in the two groups were assigned unconstrained for each 
relationship, after that quality constraints were imposed on the weights of the structure. 
Statistically significant differences within the χ² value and df among the unconstrained 
and constrained models at p<0.05 would specify differences among both groups relating 
to the hypothesised relationships. Both techniques (interaction and multi-group analysis) 
that employed to test the moderation effect of KS on the relationship between TL and 
INN demonstrated same inferences. These inferences provide support for hypothesis H5 
that suggested KS moderates the relationship between TL and INN within Jordanian 
telecommunication sector.  
221 
 
Furthermore, to determine the direction of the moderation effect of KS further procedures 
took place that include the high and low level of KS in the model. These procedures 
conducted separately by testing the effect of both levels of KS in this relationship to reveal 
whether there are differences in these two levels, allowing the researcher to determine the 
nature and direction of this effect. 
The moderating effect with high and low level of KS 
In this section, the researcher included the levels of KS (high and low) that have been 
created through the recoding process. While, 266 participants out of 486 showed high 
level of KS in their daily performance, 220 participants out of 486 showed low level. The 
decision will be made based on the results obtained through the regression effect or 
weights in Amos. Table 6-39 represents the regression effect or weights (r) values at p-
value < 0.05 within both levels of KS. Consequently, as illustrated in Table 6-39 TL has 
a higher positive impact on INN with higher level of KS. 
Table 6-39 Regression effect or weights for moderation test 
The path 
Level of KS R p-value 
TL→INN 
High 8.917* 0.05 
TL→INN 
Low 2.715* 0.05 
* Significant at p < 0.05 
Therefore, drawn from the results above, TL behaviours are associated positively with 
INN under a high level of KS. In other words, teams that have been led by leaders who 
show greater ability to deliver high level of KS among their followers is more likely to 
be innovative than those with low level of KS.   
6.6.5 The analysis with the original scales  
In this section, the researcher is using the original response ratings for all variables. This 
procedure takes a place in order to reveal any differences in using both types of response 
rate, the original and modified scales. This analysis will be conducted by employing the 
same steps and procedures that have been followed in conducting the analysis of the 
modified scales. This in turn, allows the researcher to compare both rsults obtained 
through both types of analysis, as well as, compare the results with other studies’ results. 
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Table 6-40 Descriptive Statistics for the constructs 
Construct 
N Mean 
Std. 
Deviation 
Segmentation 
Mean 
Std. 
Deviation 
Skewness Kurtosis 
Statistic Statistic Statistic Statistic Statistic Statistic 
Std. 
Error 
Statistic 
Std. 
Error 
Transformational 
leadership 
486 3.16 0.776 
Idealised Influence 3.15 0.741 -.214 .111 -1.201 .221 
Inspirational Motivation 3.16 0.741 -.231 .111 -1.210 .221 
Intellectual Stimulation 3.17 0.741 -.237 .111 -1.231 .221 
Individualised Consideration 3.16 0.750 -.258 .111 -1.255 .221 
Knowledge 
Sharing 
486 3.13 0.794 
Donating 3.14 0.755 -.193 .111 -1.295 .221 
Collecting 3.12 0.703 -.335 .111 -.955 .221 
Job Satisfaction 486 2.71 0.533 
Work on Current Job 2.71 0.842 -1.662 .111 -1.962 .221 
Current Pay 2.71 0.708 -1.632 .111 2.726 .221 
Opportunities for Promotion 2.73 0.847 -1.807 .111 2.539 .221 
Supervision 2.71 0.538 -.858 .111 .036 .221 
Co-workers 2.70 0.639 -.905 .111 -.352 .221 
Innovation 486 3.12 0.798 Product & Service 3.12 0.676 -.203 .111 -1.103 .221 
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6.6.5.1 Simple statistical descriptive scores of different organisations  
This section presents the simple statistical descriptive of the employees’ responses, 
regarding the items of the questionnaires and the constructs of the study, among the three 
companies. This simple descriptive will allow comparing the results of the current study, 
form one hand, with other studies that employed other ratings score that differ from the 
ones employed in this study. On other hand, a comparison between the companies, in 
general, that were used as a sample of this study in terms of determining the constructs 
that recorded the highest and lowest values in each company, particularly, the focus will 
be on the departments within the selected case study in an attempt to link these means’ 
scores among departments to the qualitative results in order to obtain some inferences 
that could permit kind of interpretations regarding the hypothesised relationships.   
First, the simple descriptive of responses regarding the constructs and sub constructs of 
the study along the first company is represented in table 6-41. 
Table 6-4 Simple descriptive for company one 
The 
company 
N 
The 
construct 
Mean 
Std. 
Deviation 
Sub-
construct 
Mean 
Std. 
Deviation 
Orange 164 
TL 3.17 0.77 
TLIF 3.17 0.78 
TLIM 3.18 0.77 
TLIS 3.20 0.75 
TLIC 3.19 0.76 
KS 4.13 0.79 
KSD 4.14 0.77 
KSC 4.12 0.82 
JS 2.72 0.53 
JSCW 2.72 0.51 
JSCP 2.72 0.51 
JSPO 2.74 0.50 
JSS 2.71 0.55 
JSW 2.70 0.57 
INN 4.12 0.80  
From the table above, it is clear that the mean of TL construct is (3.17) this indicates that 
the employees are perceiving their leaders as transformational leaders. Whereas, IS 
recorded the highest mean value among the behaviours of TL (3.19). This means that the 
employees are witnessing and perceiving high level of brain storming and encouraging 
of critical thinking through their leaders. However, the employees also, indicated high 
level of KS on both level KSD and KSC with highest value went to KSD level (4.12), in 
addition to high rating for the JS construct (2.72), while, the highest value among JS 
224 
 
aspects goes to JSPO with (2.74). Finally, the overall mean of INN construct is (4.17) 
which reflects high level of new ideas, products and services. 
Second, table 6.42 represents the simple descriptive of responses regarding the constructs 
and sub-constructs of the study for the second company. 
Table 6-42 Simple descriptive for company two 
The 
company 
N 
The 
construct 
Mean 
Std. 
Deviation 
Sub-
construct 
Mean 
Std. 
Deviation 
Zain 162 
TL 3.16 0.80 
TLIF 3.16 0.80 
TLIM 3.16 0.76 
TLIS 3.19 0.76 
TLIC 3.15 0.77 
KS 4.13 0.80 
KSD 4.14 0.78 
KSC 4.11 0.81 
JS 2.72 0.53 
JSCW 2.70 0.53 
JSCP 2.71 0.53 
JSPO 2.73 0.52 
JSS 2.72 0.53 
JSW 2.70 0.55 
INN 4.12 0.79  
The employees, in company two, measured their leaders as transformational leaders. The 
value of the mean for TL is (3.16), while, the highest value among sub-constructs of TL 
goes to IS with value of (3.19). Moreover, overall rate of KS was also high (4.13), while 
KSD is slightly higher than KSC with value of (4.14). In addition, the employees in 
company two were rated their job’s conditions as (2.72) which reflects high level of 
satisfaction, while the highest value among the aspects of JS goes to JSPO (2.73). finally, 
the employees indicated high level of INN with value of (4.12). 
Third table 6-43 represents the simple descriptive of responses regarding the constructs 
and sub-constructs of the study for the third company. 
Table 6-43 Simple descriptive for company three 
The 
company 
N 
The 
construct 
Mean 
Std. 
Deviation 
Sub-
construct 
Mean 
Std. 
Deviation 
Umniah 160 TL 3.14 0.78 
TLIF 3.14 0.79 
TLIM 3.15 0.79 
TLIS 3.17 0.78 
TLIC 3.13 0.79 
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KS 4.13 0.80 
KSD 4.14 0.79 
KSC 4.12 0.81 
JS 2.71 0.53 
JSCW 2.70 0.53 
JSCP 2.71 0.52 
JSPO 2.73 0.51 
JSS 2.70 0.56 
JSW 2.71 0.56 
INN 4.13 0.81  
The employees, in company three also, were indicated high level of transformational style 
practises through their leaders with value of (3.14), however, among TL behaviours IS 
also, holds the highest rate (3.17). Moreover, KS construct recorded a mean of (4.13) with 
highest value goes to KSD (4.14). In terms of JS, the employees have shown high level 
with mean value of (2.71), while, JSPO aspect recoded the highest mean value (2.73). 
Finally, the mean value in this company for INN is (4.13). 
6.6.5.2 Simple discriptive scores of R and D departments 
In this section, the simple statistical descriptive regarding the R and D departments within 
the three companies is represented in order to give a comprehensive picture that could 
help in explaining the results from the analysis of the interviews and make some 
comparison between the R and D departments. Table 6.44 shows the values of the simple 
descriptive of the R and D employees’ responses within three companies in the company.  
Table 6-44 Simple descriptive of R and D departments  
Company The construct Mean 
Std. 
Deviation 
Sub-
constructs 
Mean 
Std. 
Deviation 
Orange 
TL 3.28 0.88 
TLIF 3.27 0.90 
TLIM 3.29 0.90 
TLIS 3.30 0.90 
TLIC 3.30 0.90 
KS 4.30 0.90 
KSD 4.30 0.90 
KSC 4.30 0.90 
JS 2.75 0.43 
JSCW 2.71 0.46 
JSCP 2.71 0.46 
JSPO 2.71 0.46 
JSS 2.77 0.43 
JSW 2.86 0.36 
INN 4.26 0.79  
Umniah TL 3.11 0.74 TLIF 3.11 0.74 
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TLIM 3.11 0.75 
TLIS 3.11 0.75 
TLIC 3.11 0.75 
KS 4.11 0,74 
KSD 4.11 0.74 
KSC 4.11 0.75 
JS 2.72 0.52 
JSCW 2.78 0.42 
JSCP 2.78 0.42 
JSPO 2.78 0.42 
JSS 2.69 0.56 
JSW 2.56 0.69 
INN 4.15 3.83  
Zain 
TL 3.20 0.75 
TLIF 3.20 0.76 
TLIM 3.20 0.77 
TLIS 3.20 0.77 
TLIC 3.20 0.77 
KS 4.20 0.76 
KSD 4.20 0.76 
KSC 4.20 0.77 
JS 2.71 0.57 
JSCW 2.80 0.41 
JSCP 2.80 0.41 
JSPO 2.80 0.41 
JSS 2.56 0.77 
JSW 2.60 0.71 
INN 4.11 0.83  
Apparently, the R and D departments among the three companies were generally showed 
high level in rating the study’s variables. Whereas, Orange has the highest rating of TL, 
KS, JS and INN, with values of 3.28, 4.30, 2.75 and 4.26 respectively. Further, the highest 
rating of TL behaviours in Orange goes to TLIS and TLIC with values of 4.30 for both 
behaviours. Interestingly, two aspects of JS, that are JSS (supervision) and JSW (Co-
worker) recorded the highest values among employees with values of 2.77 and 2.86 
respectively. In contrast, the R and D employees in Zain were rated JSS and JSW as 
lowest rating with values of 2.56 and 2.80 respectively. Surprisingly and similarly, the 
employees in Umniah depicted the same case as Zain, in that, the lowest rating goes to 
JSS and JSW as well, with values of 2.56 and 2.60 respectively. Although these facts but, 
the rating for overall JS still high relatively. In addition, the employees show high level 
of KS as well, whereas, the lowest rating goes to Umniah with value of 4.11. Further, the 
lowest rating of INN goes to Zain with value of 4.11. 
From the table above, as the case with the modified scales, multivariate normality test is 
carried out and represented along with the measurements of kurtosis and skewness where 
it is assumed to be appropriate for normal distribution. However, skewness indicates 
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symmetry, in other words, the absence of symmetry. A data set is considered as symmetric 
if it seems to be similar from the left and right of the centre spot, whereas, kurtosis 
clarifies the peak of the distribution. Also, the values of both measurements should be 
between the ranges of 2 to -2 to attain the multivariate normality condition for the data 
set (Burns and Burns, 2008). This was applied for the data set in this study as Table 6-40 
shows the statistical descriptive for all the items in the questionnaire. The simple 
statistical descriptive for the items is represented in table 6-45 (see appendix 17). 
In terms of the reliability, although, prior studies have approved the reliability of the all 
measurements within the current study, however, the researcher conducted the test in the 
by including all items for each variable and the results were as shown in Table 6-46 for 
all constructs and sub-constructs. 
Table 6-46 The reliability of the original scales 
Construct 
Cronbach's 
Alpha 
Segmentation 
Cronbach's 
Alpha 
Number of 
items 
Transformational 
leadership 
0.877 
IF 0.883 486 
IM 0.872 486 
IS 0.874 486 
IC 0.878 486 
Knowledge Sharing 0.839 
KSD 0.888 486 
KSC 0.881 486 
Job Satisfaction 0.893 
JSCW 0.900 486 
JSCP 0.876 486 
JSPO 0.903 486 
JSS 0.876 486 
JSW 0.872 486 
Innovation 0.868 INN 0.868 486 
Consistent with previous studies and as expected the variables show high values of 
reliability. 
6.6.5.3 Pearson’s Correlations between Latent Factors/Constructs 
As the case of the modified scales the researcher conducted Bivariate Pearson’s 
correlations using the original response rate for all variables. Similarly, Pallant (2013) 
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explained it as a vital preliminary analysis test that allows the researcher to identify the 
level of correlation in data and to reveal if there is any departure from the linearity that 
might disturb the correlations. Table 6-47 represents the results of Bivariate Pearson’s 
correlations among the 12 constructs (latent variables). The results demonstrate a strong 
and positive correlation among the 12 factors (latent variables) at (p<.01) and (p<.05).  
6.6.5.4 Goodness of fit indices using original response rate 
By following the same procedure used for the modified the scales, the researcher re-
examines those estimations through maximum likelihood (ML) techniques to evaluate the 
measurement model via AMOS23. As shown in Table 6-48 the preliminary results were 
obtained via CFA. The results revealed that for TL Chi square statistics χ2 = 212.346, df 
= 110, χ2/df = 1.930, NFI = 0.944, TLI = 0.951, CFI = 0.956, GFI = 0.961, AGFI = 0.941, 
and RMSEA = 0.040. While the results of JS were χ2 = 217.242, df = 114, χ2/df = 1.906, 
NFI = 0.961, TLI = 0.968, CFI = 0.964, GFI = 0.967, AGFI = 0.971, and RMSEA = 
0.039. The result of KS indicated that χ2 = 45.298, df = 30, χ2/df = 1.501, NFI = 0.945, 
TLI = 0.960, CFI = 0.941, GFI = 0.940, AGFI = 0.941, and RMSEA = 0.042. Finally, 
innovation results revealed that χ2 = 65.550, df = 42, χ2/df = 1.561, NFI = 0.950, TLI = 
0.954, CFI = 0.961, GFI = 0.955, AGFI = 0.963, and RMSEA = 0.040.  
Furthermore, the Goodness of Fit for the overall model, comprising of 12 constructs, was 
assessed as well, the results were as following: statistics χ2 = 8369.897, df= 2083, χ2/df = 
4.018, NFI = 0.943, TLI = 0.945, CFI = 0.949, GFI = 0.932, AGFI = 0.939 and RMSEA 
= 0.039. Accordingly, based on the results above, fit of data to the model was good; hence, 
the model accepted. Table 6-49 shows the results of the overall model indices. 
Table 6-48 Goodness of fit indices (original scales) 
Indices 
  Factors 
TL JS KS INN 
Chi-square χ² 212.346 217.242 45.298 65.550 
Df 110 114 30 42 
χ²/df 1.930 1.906 1.501 1.561 
RMSEA 0.040 0.039 0.042 0.040 
CFI 0.956 0.964 0.941 0.961 
NFI 0.944 0.961 0.945 0.950 
TLI 0.951 0.968 0.960 0.954 
GFI 0.961 0.967 0.940 0.955 
AGFI 0.941 0.971 0.941 0.963 
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Table 6-49 Goodness of fit statistics of CFA model 
Indices Results obtained Criterion 
Chi-square χ² 8369.897  
Df 2083  
χ²/df 4.018 2< X2/df < 5 
RMSEA 0.039 < 0.05-0.08 
CFI 0.949 ≥ 0.90 
NFI 0.943 ≥ 0.90 
TLI 0.945 ≥ 0.90 
GFI 0.932 ≥ 0.90 
AGFI 0.939 ≥ 0.90 
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Table 6-47 Bivariate Pearson’s correlations 
 TLIF_N TLIM_N TLIS_N TLIC_N JSCW_N JSCP_N JSPO_N JSS_N JSW_N KSD_N KSC_N INN_N 
TLIF_N 1 .964** .953** .943** .135** .267** .334** .149** .234** .954** .346** .134** 
TLIM_N .964** 1 .961** .943** .146** .264** .329** .145** .216** .955** .353** .129** 
TLIS_N .953** .961** 1 .960** .141** .279** .363** .162** .238** .967** .355** .124** 
TLIC_N .943** .943** .960** 1 .135** .267** .339** .166** .220** .963** .347** .109* 
JSCW_N .135** .146** .141** .135** 1 .872** .353** .143** .197** .140** .765** .013** 
JSCP_N .267** .264** .279** .267** .872** 1 .712** .448** .293** .279** .753** .025** 
JSPO_N .334** .329** .363** .339** .353** .712** 1 .738** .301** .372** .387** .086** 
JSS_N .149** .145** .162** .166** .143** .448** .738** 1 .106* .189** .158** .224** 
JSW_N .234** .216** .238** .220** .197** .293** .301** .106* 1 .234** .282** .364** 
KSD_N .954** .955** .967** .963** .140** .279** .372** .189** .234** 1 .347** .126** 
KSC_N .346** .353** .355** .347** .765** .753** .387** .158** .282** .347** 1 .091* 
INN_N .134** .129** .124** .109* .013** .025* .086* .224** .364** .126** .091* 1 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
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6.6.5.5 Testing the direct effects 
In this section, the researcher will perform the hypotheses testing again, in order to reveal 
any differences that could be occurred when using different response rate that is, the 
original scales. The steps and procedures that have been performed earlier will be 
followed as well. Whereas, overall results obtained through the measurement model 
indicate that, the data fits the model. Nevertheless, the path coefficients as well as the t-
value connected with them will be the main focus. Again, as mentioned earlier, the 
recommended criterion for this value is > 1.96 at p < 0.05. This has been done with respect 
to all covariance that has been drawn as needed for the measurement model. The results 
of the structural model reflecting the direct effect of TL behaviours (IF, IM, IS, and IC) 
on the INN within Jordanian telecommunication sector. Consequently, the values shown 
in Table 6-50 specify that, the data fits the model as the case in the first analysis using the 
modified scales. Moreover, table 6-51 shows that hypothesis H1 (a-d) is supported, which 
postulates that TL behaviours positively and directly impact INN. 
Table 6-50 Goodness of fit indices for structural model 
Indices Results obtained Criterion 
Chi-square χ² 1301.231  
Df 450  
χ²/df 2.89 2< X2/df < 5 
RMSEA 0.040 < 0.05-0.08 
CFI 0.938 ≥ 0.90 
NFI 0.940 ≥ 0.90 
TLI 0.974 ≥ 0.90 
GFI 0.939 ≥ 0.90 
AGFI 0.951 ≥ 0.90 
Table 6-51 Goodness of fit indices of TL on INN 
Indices Results obtained Criterion 
Chi-square χ² 1159.8  
Df 453  
χ²/df 2.56 2< X2/df < 5 
RMSEA 0.036 < 0.05-0.08 
CFI 0.948 ≥ 0.90 
NFI 0.938 ≥ 0.90 
TLI 0.962 ≥ 0.90 
GFI 0.929 ≥ 0.90 
AGFI 0.958 ≥ 0.90 
232 
 
Likewise, table 6-52 represnts the goodness of fit indices regarding the impact of TL 
behaviours on JS, interestingly, the results were met the recommended criteria. This 
means that, H2 (a-d) was also, supported.  
Table 6-52 Goodness of fit indices for the impact of TL behaviours on JS 
Indices Results obtained Criterion 
Chi-square χ² 3027.2  
Df 917  
χ²/df 3.3 2< X2/df < 5 
RMSEA 0.038 < 0.05-0.08 
CFI 0.936 ≥ 0.90 
NFI 0.954 ≥ 0.90 
TLI 0.948 ≥ 0.90 
GFI 0.932 ≥ 0.90 
AGFI 0.968 ≥ 0.90 
The final direct effect is JS on INN, table 6-53 shows the goodness of fit indices for the 
hypothesised relationship H3 (a-e). the values also, indicate positive and direct impact of 
JS on INN.  
Table 6-53 Goodness of fit indices for JS aspects on INN 
Indices Results obtained  Criterion  
Chi-square χ² 2149.6  
Df 644  
χ²/df 3.34 2< X2/df < 5 
RMSEA 0.042 < 0.05-0.08 
CFI 0.968 ≥ 0.90 
NFI 0.933 ≥ 0.90 
TLI 0.944 ≥ 0.90 
GFI 0.931 ≥ 0.90 
AGFI 0.929 ≥ 0.90 
The total effect among variables and the criteria of this test is based on the critical ratio 
CR, while if the CR or t-value is greater than the recommended value which is 1.96 at p 
<0.05, then the coefficient statistically reflects significant value (Byrne, 2013; Hair et al., 
2010). All the results regarding the tests, measurement, criteria, and hypotheses about the 
direct impact of TL and JS on INN, and the mediation effect have been summarised in 
Table 6-54.  
In this section, paths analysis was utilised as the case with the modified scales in order to 
examine the total direct impact of TL behaviours on INN from one side. On the other 
side, Therefore, the results drawn from Amos23 for the direct impact show that, TL 
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behaviours directly and positively impact the product and service innovation within 
Jordanian telecommunication sectors, with total impact of estimate = 0.297, CR = 6.75, 
and standard error (S.E) = 0.044, with sub-impact of the four behaviours as, for IF 
estimate = 0.210, CR = 3.818, and S.E = 0.055. IM with estimate = 0.196, CR = 4.900, 
and S.E = 0.040. IS with estimate = 0.218, CR = 3.114, and S.E = 0.070. Finally, IC with 
estimate = 0.253, CR = 4.148, and S.E = 0.061.   
Similarly, testing the impact of TL behaviours on JS using the same technique in Amos23 
showed results demonstrating that TL behaviours have a direct and positive impact on job 
satisfaction whereas the total impact of TL was 0.738, CR = 16.773, and S.E = 0.044, 
with sub-impact of the four behaviours as, for IF estimate = 0.689, CR = 10.937, and S.E 
= 0.063. IM with estimate = 0.697, CR = 13.404, and S.E = 0.052. IS with estimate = 
0.715, CR = 14.300, and S.E = 0.050. Finally, IC with estimate = 0.700, CR = 16.279, 
and S.E = 0.043. Whereas, the total impact of JS on INN was 0.758, CR = 13.069, and 
S.E = 0.058, with sub-impact of the five aspects of JS as, for JSCW estimate = 0.694, CR 
= 11.966, and S.E = 0.058. JSCP estimate = 0.773, CR = 15.460, and S.E = 0.050. JSPO 
estimate = 0.798, CR = 16.286, and S.E = 0.049, JSS estimate = 0.746, CR = 11.134, and 
S.E = 0.067. JSCO estimate = 0.668, CR = 12.370, and S.E = 0.054. 
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Table 6-54 Results of the hypotheses testing 
Construct Code Name Hypothesis Direction Estimate S.E CR P Supported 
Transformation Leadership  TL H1 (a-d) TL         INN 0.297 0.044 6.75 0.05 YES 
Idealised Influence  IF H1a IF          INN 0.210 0.055 3.818 0.05 YES 
Inspirational Motivation IM H1b IM        INN 0.196 0.040 4.900 0.05 YES 
Intellectual Stimulation  IS H1c IS         INN 0.218 0.070 3.114 0.05 YES 
Individualised Consideration IC H1d IC         INN 0.253 0.061 4.148 0.05 YES 
Job Satisfaction  JS  H2 (a-d) 
 TL         JS 0.738 0.044 16.773 0.001 YES 
IF           JS 0.689 0.063 10.937 0.001 YES 
IM          JS 0.697 0.052 13.404 0.001 YES 
IS           JS 0.715 0.050 14.300 0.001 YES 
IC          JS 0.700 0.043 16.279 0.001 YES 
Job Satisfaction  JS  H3(a-e) JS             INN 0.758 0.058 13.069 0.01 YES 
Current Work  JSCW H3a JSCW        INN 0.694 0.058 11.966 0.01 YES 
Current Payment  JSCP H3b JSCP         INN 0.773 0.050 15.460 0.01 YES 
Promotion Opportunity  JSPO H3c JSPO        INN 0.798 0.049 16.286 0.01 YES 
Supervision  JSS H3d JSS          INN 0.746 0.067 11.134 0.01 YES 
C-Worker  JSW H3e JSW         INN 0.668 0.054 12.370 0.01 YES 
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6.6.5.6 Testing the indirect effects  
The researcher is following the steps and procduers that have been used in teting the 
indirect effects in the previous sections. Principally, this technique based on the path 
coefficient represented by the value of β and the vicissitudes of this value among the 
casual relationship between the independent variable, TL, and the dependent variable, 
INN, with and without the mediator, JS (Baron and Kenny, 1986; Hayes, 2009; Hayes, 
2013). Wherein, table 6-55 shows the goodness of fit indices for this model. 
Table 6-55 Goodness of fit indices for the indirect model 
Indices Results obtained Criterion 
Chi-square χ² 3219.345  
Df 1542  
χ²/df 2.088 2< X2/df < 5 
RMSEA 0.041 < 0.05-0.08 
CFI 0.943 ≥ 0.90 
NFI 0.932 ≥ 0.90 
TLI 0.945 ≥ 0.90 
GFI 0.938 ≥ 0.90 
AGFI 0.932 ≥ 0.90 
As it is appeared the goodness of fit indices was within the recommended criteria. 
Following, inspecting the differences of the path coefficients through beta estimate (β) 
values along the paths both direct and indirect (Hair et al., 2010). The results obtained 
through Amos’s matrices (standardised regression weights, p value, the regression 
weights, and the direct and indirect effect) are represented in Table 6-56.  
Table 6-56 Direct and indirect effects 
Relationship Direct P value Result 
Indirect 
effect 
P value Result 
TL  INN 0.31 0.01 Significant 0.76 0.01 Significant 
As a result, based on the results above the direct and indirect effects were significant; yet, 
the indirect effect through the mediators, JS, was higher than the direct effect of TL on 
INN. Correspondingly, these values supported hypothesis number H4 as the case in the 
previous analysis. Also, this mediation was partial. 
In order to test the moderating effect of KS on the relationship between TL and INN, a 
new variable has been created via the SPSS features, that is, necessary for interaction 
analysis. This procedure has been conducted previously by using modified scales, while 
here the case is different, in that, the researcher is using the original scales in creating this 
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variable.  In spite that, the reliability and validity were assessed whether in this study or 
in previous studies, the researcher conducted those tests again to make sure that the 
dataset in this context also reliable. The results of testing the reliability and validity are, 
in addition, the goodness of fit indices of the moderating and the interaction effects of the 
new variables as appear in tables (6-57, 6-58 and 6-59) respectively.  
Table 6-57 Reliability and validity 
The variable The factor Α AVE CR T-Value 
TL 
IF 0.85 0.75 0.86 13.185 
IM 0.86 .077 0.86 12.787 
IS 0.83 0.74 0.88 13.734 
IC 0.87 0.74 0.85 14.523 
KS 
KSD 0.86 0.76 0.83 16.342 
KSC 0.85 0.75 0.85 15.132 
INN INN 0.90 0.71 0.86 17.421 
TL_KS_PRODUCT 
TL_IF_KSD 0.83 0.72 0.86 13.032 
TL_IF_KSC 0.83 0.74 0.84 13.141 
TL_IM_KSD 0.84 0.75 0.84 12.256 
TL_IM_KSC 0.84 0.76 0.84 12.249 
TL_IS_KSD 0.84 0.77 0.86 13.084 
TL_IS_KSC 0.83 0.76 0.86 13.123 
TL_IC_KSD 0.84 0.77 0.84 14.746 
TL_IC_KSC 0.87 0.77 0.84 14.651 
Table 6-58 Goodness of fit indices for the hypothesised model 
Indices Results obtained  Criterion  
Chi-square χ² 262.861  
Df 83  
χ²/df 3.167 2< X2/df < 5 
RMSEA 0.039 < 0.05-0.08 
CFI 0.943 ≥ 0.90 
NFI 0.935 ≥ 0.90 
TLI 0.947 ≥ 0.90 
GFI 0.938 ≥ 0.90 
AGFI 0.929 ≥ 0.90 
Using the standardized matrix for the regression weights that generated through Amos 
shows the critical ratio, p-value, and R2 which in turn, allows the researcher to obtain the 
inferences about the results of the interactions that demonstrate the moderating effect of 
KS in the relationship between TL and INN (Hair et al., 2016). 
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Table 6-59 Moderating effect of KS through interaction analysis 
The path Estimate S.E C.R P-value 
TL>>INN 0.358 0.031 10.642 0.05 
KS>>INN 0.421 0.062 5.654 0.05 
TL_KS_PRODUCT>>INN 0.453 0.075 5.918 0.05 
As the results indicated the interaction effect, there was a significant relationship between 
the moderator variable and INN. This means, the presence of KS as moderator positively 
fosters the relationship between TL and INN. In that, the effect of TL behaviours on INN 
increases with the existence of KS. 
6.6.6 Comparison of other studies’ results 
Taking into consideration that some previous studies have used other or the same response 
rate. Therefore, to make sure that the response rate used in this study is valid and reliable, 
the researcher conducted the analysis using both types of response rate, one based on 
response rate ranging from 1-5 and the other based on the response rate ranging from 1-
3 for job satisfaction and 0-4 for transformational leadership, knowledge sharing and 
innovation. In doing so, the validity of the results could be assured again. The results of 
the current study showed no significance differences using any type of response rate. 
Moreover, this allows the researcher to make comparisons with different previous studies 
in the same field and context. For example, Nusair, Ababneh and Kyung Bae (2012) found 
that, from one hand, the employees perceive their leaders as practising a moderate level 
of TL within public sector with value of 64.6 percent (3.23 out of 5), they used 1-5 
response rate form. While, the current study, by using the response rate form of 0-4 
showed that, employees within JTS perceive their leaders as practising, slightly, high 
level of TL behaviours with value of 78.5 percent (3.14 out of 4). On the other hand, 
participants in public sector according to the mean scores are practising innovation with 
a lower moderate level with value of 53 percent ( 2.65 out of 5). Whereas, in JTS the 
employees show higher level of innovation with value of 78 percent (3.12 out of 4), both 
studies, the current and the one by Nusair, Ababneh and Kyung Bae (2012) with a rational 
homogeneousness of data (SD = 0.80), (SD = 0.86) respectively. Moreover, the results of 
testing the causal relationships indicated that transformational leadership was found to 
have a significant positive influence on employees’ innovative behavior. The research 
obtained results indicate transformational leadership four dimensions. This is consistent 
with the current study’s result. 
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Similarly, Zahari and Shurbagi (2012) used 1-5 form and found that, participants within 
public employees in Libya indicate that 56 percent of their leaders as transformational 
with means score of 2.82 out of 5. Furthermore, Judeh (2010) used a response rate form 
of 1-5 for MLQ-5X found that, 79 percent (with mean score of 3.973 out of 5) of followers 
perceive their leaders as transformational, in the private universities within Jordanian 
context. This result consistent and very close of the current study results. This indicates 
that private sector in Jorda differ from public sector in terms of leading teams and 
leadership styles used in the workplace. While, Imran and Anis-ul-Haque (2011) showed 
that, 72 percent of leaders rated themselves as transformational with mean scores of (3.6 
out of 5), in addition, the innovative work behaviour was 60 percent with mean scores of 
(3.03 out of 5).  
In comparing the results of the current study with the norms presented by Bass and Avolio 
(2004) within diverse cultures, it could be noticed that, in such context that is, developing 
countries, the mean scores for transformational leadership behaviours namely, idealised 
influence, inspirational motivation, intellectual stimulation and individualised 
consideration are ranging between 2.82, 2.88, 2.71 and 2.58 respectively. While, the 
results of the current study as shown in table (6.40) are slightly different. These 
differences may be attributed to the differences in the magnitude of the sample. In that, 
Bass in Avolio (2004) have used larger number of participants (2245), whereas, the 
number for the current study is (486) participants. 
The norms of MLQ-5X were based on 0-4 response rate form, yet, this form still 5-point 
Likert scale (Bass and Avolio, 2004). Whereas, there were number of studies employed 
the response rate form of (1-5) regarding MLQ-5X such as, Jung, Chow and Wu (2003), 
Jung, Wu and Chow, 2008, Reuvers et al. (2008), Gumusluoğlu and Ilsev (2009a), 
Gumusluoglu and Ilsev, 2009b and  Pieterse et al. (2010). While, other studies were 
conducted using 7-point scales ranging 7-point scale from 1 to 7 such as,  Eisenbeiß, Van 
Knippenberg and Boerner, 2008. Nevertheless, all the studies related to the effect of TL 
on innovation were showed high level of validity and reliability, that is, these tests are the 
most important issues when conducting any scientific research (Saunders, Lewis and 
Thornh, 2012; Bryman and Bell, 2015). This implies that using both response rate (0-4 
and 1-5) has no effect on the results, as long as, showing high level of validity and 
reliability (Gravetter and Wallnau, 2013; Pallant, 2013). The justifications of such 
arguments provided in section 5.9.1.3.  
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6.7 Qualitative analysis 
This section mirrors, on the one hand, the differences in practising TL behaviours across 
different departments within the selected case study, on the other hand, reflects the 
differences of the impact of TL behaviours on INN among departments led by different 
styles of leadership in the same company that represents the case study. Furthermore, the 
researcher employs qualitative approach in his attempt to provide more understandings 
about the phenomenon undertaken as well as attempts to find some linkages that could 
interpret the inferences and findings obtained through the quantitative section. Moreover, 
this section seeks to answer questions number 6 and 7 as well as objectives 4 and 5 that 
have been mentioned earlier in Chapter One. The strategy that was used in this part is 
illustrated in Figure 6-11. 
 
  Figure 6-11 Qualitative data analysis 
The transcribed interviews were inserted into the software, Nvivo11. Then, each 
transcript was saved with a distinct folder label, allowing the researcher to differentiate 
the transcripts and enable recovering the coded segments. For instance, transcript saved 
as JO1 indicated the interview number one in the financial department. Furthermore, a 
process of rereading the transcripts took pace in order to make the researcher familiar 
with data being collected; it reflects the best way of conducting data analysis (Yeh and 
Inman, 2007; Bazeley and Jackson, 2013). The coding process of the transcripts involved 
two steps: first, thematic coding built with a focus on each research question by which 
the researcher used his own judgment in order to code the declarations received form the 
Create  
matches  
Obtain themes
Create 
connections
Underline 
differences 
Establish 
generalisations
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interviewees into related themes (Aronson, 1995; Boyatzis, 1998; Smith, 2015). The 
researcher, then, used those themes in Nvivo11 as root nodes. For example, TL 
behaviours (4 Is): idealised influence referred to trust, respect and pride.  
Second, as suggested by Tashakkori and Teddlie (1998), Hsieh and Shannon (2005), and 
Creswell and Clark (2011), content analysis strategy and inspection implies denotations 
of the participants’ declarations. Meanwhile, recoding process of segments took place in 
which each research question and clustered extracts with mutual themes will be 
assembled together. Consequently, the aforementioned steps allow the researcher to 
deeply echo his understanding of the denotations in terms of the clustered extracts. 
However, in some cases interview extracts have been moved to other clusters, while in 
other cases extracts have been positioned in more than a single cluster where needed. 
Microsoft software such as word and excel have been used as well in this study because 
of seeking an accurate handling of the collected data with a high level of efficiency and 
flexibility. 
Moreover, argumentative coding was conducted through scrutinising coded segments for 
confirmations, inconsistencies, decisions and inferences. As a final procedure of the 
coding process, the researcher reviewed and interpreted the argumentative coded 
segments as guides for every variable in this study. Yet, some declarations and responses 
have been detected as out of the framework of the study and did not meet the study’s 
objectives, but the researcher employed such declarations to improve the thematic 
analysis since these declarations and responses delivered contexts towards further 
declarations and responses or/and denoted new perceptions. This procedure was repeated 
with each interviewee till addressing all the research questions (De Wever et al., 2006). 
The results of the qualitative part indicated that there were differences in practising TL 
behaviours among leaders in the selected case studies. On one hand, the number of chosen 
leaders within the case study were applying the 4 I’s namely (idealised influence, 
inspirational motivation, intellectual stimulation, and individualised consideration), and 
on the other hand, some of chosen leaders were practising some of these behaviours. In 
other words, some leaders were combining more than one style of leadership when 
leading their teams; this combination depends on the situation. 
These differences in practising TL behaviours resulted in different consequences whether 
on JS or INN. These differences in practising different behaviours are due to certain 
circumstances and situations that face the leaders and need to display other behaviours 
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besides TL behaviours or instead of practising some of the TL behaviours. Moreover, 
some leaders indicated that some of TL behaviours are not beneficial and have negative 
impacts on the performance of the employees. 
6.7.1 Process regarding the interviews’ analysis 
Moreover, three essential matters have been raised by Saunders, Lewis and Thornh (2012) 
regarding the semi-structured interviews: validity, reliability and bias. Validity reflects 
the extent to which the researcher obtains access to the data, knowledge and experience 
of the participants (interviewees). While, reliability indicates if alternate research would 
detect same information. In terms of bias, there are two types have been identified that 
must be deliberated in qualitative research: response bias and interviewer bias. To ensure 
the validity, reliability and overcome the bias. Saunders, Lewis and Thornh (2012) 
proposed the following procedures to deal with such issues: 
1- The interviews’ questions should be planned in advance prior the time of the 
interviews. This allows eliminating and avoid the weak performance. 
2- Participants should be provided with inventory of interview questions and themes 
prior the interviews. This allows the participants advanced preparation for any 
discussions. 
3- Researcher should, also, build good relations with the participants, to establish a 
trustworthy environment, this allows more relaxation for the interviewees and being 
opened regarding the information they are willing to deliberate. 
4- Clear questions and inquiries should be the form to be used. 
5- Adequate period of time should be given to the interviewees, attention to their 
clarifications and notes should be recorded. 
Accordingly, the current study followed the above procedures in which, twenty-five 
teams’ leaders, from one company, have been interviewed within the current study, after 
obtaining the required approvals form the top management, as well as the agreement 
regarding leaders’ participation. Therefore, the interviews took a place in the work 
environment in order to allow observation simultaneously while the discussion is running. 
While each leader has, on average, sixty minutes’ discussion in an attempt to identify the 
study’s variables namely, transformational leadership behaviours, job satisfaction, 
knowledge sharing, and innovation. Meanwhile, the innovation variable to be treated as 
a general concept since not all leaders responsible of product and service innovation. 
Correspondingly, innovation along the interviews presented as a new idea being provided 
through the employees.  
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As mentioned above, the small number of departments and employees whom responsible 
of improving and innovating product and service, offers limit number of leaders of such 
employees, thus, it is insufficient to search this specific type of innovation through the 
interviews with such limit number of leaders. Also, the interviews are not the main 
method for collecting and analysing the data, it is rather to search of supporting the results 
to be obtained through the questionnaire survey method, it reflects an attempt to offer 
reliable interpretations that might support the quantitative results (Creswell, 2013). The 
interviews were conducted in the same time frame of the questionnaire survey method 
and to be completed in one month. Additionally, the researcher has arranged meeting with 
the leaders prior to the interviews being conducted in order to introduce himself as well 
as identify the aim of the study undertaken. Moreover, the themes and questions of the 
interviews were, similarly, delivered to the interviewees prior to the meeting.  
Generally, Myers (2013) concluded that, the qualitative analysis for data obtained through 
semi-structured interview involve the following steps: 
1- Recording process of interview data.  
2- The data transcription.  
3- Managing, organising and analysing the data through utilising a software. 
Accordingly, the choice in the current study is Nvivo 11 software since it is available 
to the researcher.  
According to Braun and Clarke (2006) the process of thematic analysis comprises number 
of stages, table (6-60) shows these stage: 
Table 6-60 Thematic analysis stages 
Stage Description of the process 
1- Familiarising yourself 
with your data 
Transcribing data (if necessary), reading and rereading the 
data, noting down initial ideas 
2- Generating initial 
codes 
Coding interesting features of the data in a systematic 
fashion across the entire data set, collating data relevant to 
each code 
3- Searching for themes 
Collating codes into potential themes, gathering all data 
relevant to each potential theme 
4- Reviewing themes 
Checking in the themes work in relation to the coded 
extracts (Level 1) and the entire data set (Level 2), 
generating a thematic “map” of the analysis 
5- Defining and naming 
themes 
Ongoing analysis to refine the specifics of each theme, and 
the overall story the analysis tells; generating clear 
definitions and names for each theme 
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6- Producing the report 
The final opportunity for analysis. Selection of vivid, 
compelling extract examples, final analysis of selected 
extracts, relating back of the analysis to the research 
question and literature, producing a scholarly report of the 
analysis. 
(Braun and Clarke, 2006: p. 87) 
It has been argued that, when the researcher collects the data him/herself, this makes 
hie/her familiar with the data being obtained. Hence, in this study the repeating read 
process took a place in order to obtain meanings, patterns and outlines. Later, data 
transcribed to written type so as to perform a thematic analysis. This process is considered 
as a method for familiarising the researcher with the data again. After that, codes are 
generated. This phase includes creating preliminary codes of the data. Codes then, classify 
a characteristic of the data (semantic content or latent) which seems attracting to the 
analysis, and denote to the extreme elementary portion, or component, of the original data 
to be evaluated in an expressive manner related to the topic. Following, searches for 
themes. Essentially, beginning to analyse the codes, and deliberate number of codes to be 
combined to create a predominant theme. Next, reviewing the themes, this involves 
eliminating themes that, indeed, differ from real themes. After determining the themes to 
be held, a process of renaming those themes was conducted. Finally, once a group of 
working-out themes were ready then, the researcher started writing-up of a thematic 
analysis (Aronson, 1995; Braun and Clarke, 2006; Guest, MacQueen and Namey, 2011).  
Accordingly, after conducting the transcripts and based on the aforementioned 
explanation the following schemes performed that contains identifying, coding and 
creating themes for the most relevant and repeated phrases and expressions among the 
transcripts regarding the study’s variables, table (6-61) clarifies those schemes: 
Table 6-61 Criteria of creating themes 
The variable Criteria The themes 
Transformational leadership 
Based on identifying most related 
phrases in which, these phrases may 
be mentioned at least one of the 
characteristics of TL behaviours 4 Is 
(details from the definition of TL 
behaviours denoted in Bass and 
Riggio (2006).   
TL style 
Idealised Influence 
Phrases such as, pride, trust and role 
model 
IF 
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Inspirational Motivation  Communicating vision, support, and 
encouragement  
IM 
Intellectual Stimulation 
Promotes intelligence, problem 
solving and perform beyond 
expectations   
 
IS 
Individualised Consideration  Pay attention, coaching and advices  IC 
Job satisfaction 
Feeling towards payment, promotion, 
assigned duties and relation with 
supervisors 
JS 
Knowledge sharing 
Ability of sharing experience, 
information and inducing sharing 
knowledge. 
 
KS 
Innovation 
Creative behaviours, new ideas, new 
product and service and new way of 
doing the work.  
INN 
After obtained the main themes as shown in table (6-61), re-conducting new themes was 
performed in which, these new themes depict the relationships of the study. The process, 
themes and criteria as shown in table (6-62) 
Table 6-62 Themes and criteria depict the proposed relationships 
Relationship Criteria Theme 
Transformational leadership and 
its connection with innoation  
Support for innovation, brainstorming 
self-efficacy, leader's Expectations 
leader follower relationship, think Out 
of box and commitment 
TL-INN 
Transformational leadership and 
its connection with job 
satisfaction  
Empowerment, job Security, goals' 
accomplishment, autonomy, 
identification with leader and task 
requirements 
TL-JS 
Job satisfaction and its 
connection with innovation  
Shared meaning, organisational 
culture, job design, challenging goals, 
perceived support, reward system and 
positive emotion at work 
INN 
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The themes were then, turned into the process of finding linkages and connections 
through the related articles and studies that searching the same topic. These articles and 
studies were inserted into Nvivo 11 software and used as sources to find examples within 
these database in order to establish such connections and linkages. In which, Nvivo is 
filtering these sources based on the created themes. After that, discussions based on these 
connections were provided in Chapter Seven.  
6.7.2 Transformational leadership and innovation 
As a first step of analysing the interviews, the researcher reviewed and studied the 
transcript records of the interviews intensively for the purpose of identifying mutual 
classifications of connotation. After that, the researcher moved to the coding process. 
Whereas, variances in the classifications were deliberated and resolved as well, by 
attempting to find connections and between different concepts that reflecting the same 
meaning and eliminate any unnecessary speeches. Moreover, existing literature was used 
as background data (Strauss and Corbin, 1990). Further, Bass and Avolio (2004) 
classification and identification of TL behaviours (4 I’s) was used to determine the 
leaders’ behaviours. It provides a full description and details regarding the way of leaders 
running day-to-day activities as well as the way of dealing with their team members. This 
seems to include numerous probably related leader behaviours. Employing this as base 
classification of related behaviours of leader then, established and examined in terms of 
appropriateness through scrutinising of comparable responses. The researcher then, 
utilised data and perceptions evolving through the interviews besides existing literature 
to consider of possible new classifications and examine for the appropriateness of current 
ones.  
The process of forward and backward shifting between the theories, data obtained through 
interview and literature, led to a list of behaviours and sub-behaviours, whereas, twenty-
five sub-behaviours that latent within four major behaviours were retained regarding 
encouraging other behaviours that could bring about innovation such as idea generation 
and critical thinking. These behaviours are: First, idealised influence with sub-behaviours 
(role model, pride, shared vision, trust and respect). Second, inspirational motivation with 
sub-behaviours (communicating vision, performance beyond expectation, shared vision, 
trust and encouragement). Third, intellectual stimulation with sub-behaviours (problem 
solving, effectiveness, rationality, promotes intelligence and new ways of performing). 
Fourth, individualised consideration with sub-behaviours (pay attention, disparity, 
advises, coaches and special needs). (See appendices 19). In terms of innovation, the same 
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procedure was applied, in which, the inventory of questions by Škerlavaj, Song and Lee 
(2010), West and Wallace (1991) and Patterson et al. (2005) that was used in the 
quantitative part also used in this part to identify the aspects of innovation. This procedure 
has generated five aspects: New products, novel ideas, creative behaviours, new ways of 
performing competitive advantage.  
6.7.2.1 Idealised influence (Acting as role-model of innovative person) 
The majority of leaders proposed acting and behaving as an example of innovative person 
serves as a helpful motivation. For example, one leaders stated:  
“I usually seeking methods to do works much better and enhance outcomes. This 
stimulates my team members to acting the same way.” Or: “my team members incline to 
use the way I use or behave like me.” (Dep. 11). 
Accordingly, the work of Jaussi and Dionne (2003) contains an evidence of such supports 
and connection between role-model and innovativeness. They assumed that leaders with 
such innovative behaviours define themselves as innovative emulation, as a result, yields 
additional innovative behaviours within followers. Performing is this way was predictable 
to enhance the opportunity that followers would increase the idea generation process. 
Similarly, Shalley and Perry-Smith (2001) revealed that, providing individuals with an 
innovative model at the workplace increase the ability to know what was deemed 
innovative through this leader (model), this in turn, displayed further innovative 
behaviour. Besides, leaders’ direct evaluations of innovative abilities associated 
positively with productivity measures regarding individual innovation (Tierney, Farmer 
and Graen, 1999). While, Sundbo (1996) conducted a research using case studies within 
Danish service companies, he deduced that, performing with leaders of the 
“entrepreneurial type” reinforced the entrepreneurial endeavours of followers. 
Remarkable levels of application-directed innovative endeavour were uncovered while 
such leader is existent. Consequently, the interviews and previous literature are both 
propose that role model might encourage idea generation and implementation behaviour. 
6.7.2.2 Insperational motivation (Shared vision) 
Leaders attempted to establish the innovative practises in their department through 
affording their followers with a feeling of paths and predominant goals along with some 
typical strategies. Contrary, less innovative leaders mention nothing regarding providing 
a vision to reinforce innovative practises. The innovative leaders tried to convey their 
determination and aimed at provides their followers with an inspiration for 
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innovativeness. Providing a predominant vision was thought to increase idea generation 
and application behaviour for numerous purposes. First, it offered a scope of indication 
that specified the type of ideas could be valued. For example, one leader stated: 
“our aim is to be a leading company in terms of telecoms industry. Certainly, ideas that 
suit regarding our vision and mission have a superior opportunity of being applied.” 
(Dep. 1). 
Second, in the case that talented idea matches a vision that known to and common to 
followers, persuading them of the value of this idea and leading its application was 
supposed to be much simpler. This is demonstrated through the declaration of one of the 
leaders: 
“We are aiming at establish value of our clients and enhance ways of providing products 
and services through innovate limitlessly. Each time an idea fits this rule, it is much 
simpler to persuading other followers of its importance.” (Dep 3).  
The majority studies regarding innovation on the individual level combine the construct 
of vision per other behaviours of transformational leadership. There are, though, studies 
that revealed an empirical link between idea generation and implementation and 
providing vision. For example, Sosik, Kahai and Avolio (1998) proved that providing a 
vision leads to enhance innovation on a computer-based brainstorming duty. Likewise, 
Hounsell (1992) confirmed that the utilise of a vision leads to fruitful research and 
development results. These connect to application behaviour. Stimulating employees to 
be innovative entails particular risks. For example, one could end up with too broad a 
spectrum of initiatives (Gebert, Boerner and Lanwehr, 2003). 
6.7.2.3 Intellectual stimulation 
Some of our respondents (mostly from the front-runners group) asserted that stimulating 
employees to generate ideas is quite simple: just tempt or even entice them to do so. For 
example, one respondent stated: 
“If we are facing a problem, I request my team members to rethink of solutions that seem 
unethical or truly illegal, however, might truly work as a solution. It is a wonderful 
method to discover new ways.” (Dep 6). 
These examples appear linked to what so-called intellectual stimulation by theorists: 
rising followers’ consciousness of issues and stimulating them to rethink old methods of 
working. Intellectual stimulation could provide employees with opportunities to declare 
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ideas that might then be ignored and is, consequently, considered to activate idea 
generation in specific (Bass, 1985; Den Hartog, Van Muijen and Koopman, 1997). Bulk 
of studies deal with intellectual stimulation as per portion of wider construct of 
transformational leadership. Evidences through studies regarding this topic suggest 
support for this link. In which, Scott and Bruce (1994) studied R&D firms, they confirmed 
that, as long as leaders think of their followers as innovative, followers incline to 
distinguish their leaders as inspiring and simplifying their innovative endeavours and 
exhibit additional innovative behaviour. Moreover, (Shalley and Gilson, 2004) concluded 
that, once individuals recognise that idea generation is vital they tend to display such 
behaviour. 
6.7.2.4  Individulised consideration 
It was remarkable that the majority of leaders (interviewees) instinctively specified that 
they sustained a “loose” management approach and were persuaded of the importance of 
inviting the followers to say their opinion. leaders proposed that at the time something 
innovative is applied, the group who ought to implement it should be permitted to impact 
decision-making. Innovative and non-innovative leaders are both stated this. One leader 
stated said:  
“People are usually less motivated for another person’s idea unless they are able to 
reshape it. If I just order an employee to do something, I cannot expect a high-quality 
outcome.” (Dep 10). 
As stated earlier, one of the solid determinant of innovation practises is contributing in 
decision-making. Current investigation, likewise, verifies the suggested link between a 
consulting leadership approach and idea generation and implementation behaviours. The 
leader of the effective group contained followers in decision-making throughout weekly 
discussions, during which the teams’ leader and the members performed collectively 
toward establish their goals and priorities. whereas, the unsuccessful team’s leader would 
not invite his/her workers for contribution for decision-making. This absence of meeting 
damaged followers’ inspiration and, similarly, prevents the company of new ideas that 
may have enhanced performance (Amabile et al., 2004). Correspondingly, Ruigrok et al. 
(2000), by using a case study strategy, proposed an optimistic association among 
innovation and a “shared leadership” approach typified as regular discussion. Shared 
leadership improved individuals’ participation and inspiration to come up with new ideas 
as we as to endeavor toward successful application. 
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The results, inferences and the segmentation process are provided in the appendices, in 
addition, examples of the transcripts as well as the responses related to each variable are 
provided as well in the discussion chapter.  
6.8 Ethical Issues 
Addressing the ethical issues is an essential matter in any research; however, it is not that 
simple (Kimmel, 2009). Researchers, to high degree, do mistakes, which is the nature of 
human beings, then, occasionally do not successfully declaim entirely the ethical issues 
(Cohen, Manion and Morrison, 2013). To avoid doing such mistakes in declaiming the 
ethical issues requires the researcher to possess two characteristics: first, the sensitivity 
in classifying an ethical issue, and second, accountability in having sense of commitment 
towards suitably behaving and considering these issues (Eisner and Peshkin, 1990). 
While, Busher and James (2002) claim that many factors may have an effect on the 
differentiation of the ethical codes such as personality, culture, and the context. 
Additionally, researchers have to have some kind of balance, on the one hand, about what 
is required from them since they are pursuing the truth and acting as specialists, and on 
the other hand, regarding their subject (Cohen, Manion and Morrison, 2013). 
Consequently, the researcher should adapt the process of give and take during the research 
process. This means that the interests of the researcher and the rights of the audience, 
reflected by knowing, should be assessed alongside the right of participants for 
confidentiality and privacy. Confidentiality includes the concern of protecting the 
participant’s identity. Whereas, privacy includes issues related to the process of handling 
the information obtained through the participants (Diener and Crandall, 1978; Cohen, 
Manion and Morrison, 2013). 
The current study is concerned about the ethical issues throughout the stages and 
processes of the research in order to confirm the truthfulness of investigation. In 
accordance with this, the University of Bolton calls for all performances that contain 
humans must have a formal approval from the University’s Research Ethics Committee 
prior to conducting the fieldwork. A procedure for identifying whether an application for 
further ethics approval needs to be made is done through a screening checklist (Form 
RE1) which includes a common set of core questions, supplemented where necessary by 
further questions appropriate to the research carried out in the Department. Where an 
application for further research ethics approval has been identified as being necessary 
following consideration of Form RE1 at Departmental level, this should be made on Form 
RE2 (U). Once approved by the Departmental Research Ethics Officer/Committee/Sub-
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Committee, a complete copy of the application (completed Form RE2 (U) plus supporting 
documents) should be sent to the Secretary of the University Research Ethics Committee. 
All applications of the University Research Ethics Committee should first be reviewed 
through Departmental procedures; the Committee will consider applications only after 
they have been signed off by the Departmental Research Ethics Officer. 
Therefore, the researcher is obliged to fill the Ethics Form. This form (RE1) should be 
signed by the researcher and permitted by the supervisor. Consequently, Research Ethics 
application form was filled and signed by the researcher and the supervisor. Then a 
submission for this form was made to the academic office for ethics approval to conduct 
this research study. Additionally, in conformity with the ethics requirements, the 
researcher obtained a covering letter that was attached with the questionnaire declaring 
the reason of the study. Personal information such as the name and the address of the 
researcher, and his university were contained within the letter. This would increase the 
participant’s confidence and give them the opportunity to know with whom they are 
dealing. 
The participant’s responses were retained as confidential information; in addition, they 
were not identifiable in any way. The aggregate results were utilised in the process of 
reporting in order to preserve the confidentiality and privacy of the participants. 
Moreover, the personal information about the participants was not revealed within any 
findings of the study. Furthermore, the data collected was used only for the academic 
purpose towards fulfilment of the requirements of a PhD thesis. These objectives were 
specified in the study in Chapter One.  
6.9 Summary 
This chapter represented the procedures and techniques employed in the quantitative and 
qualitative analysis in respect to the aim, objectives, and questions of the study. The 
sections of this chapter cover the undertaken study that searching the role of 
transformational leadership in reinforcing product and service innovation in Jordanian 
telecommunication sector. Moreover, the chapter revealed the results obtained regarding 
the direct impact of TL behaviours on INN as well as the indirect impacts via job 
satisfaction and knowledge sharing. JS with five aspects (current work, current payment, 
promotion opportunity, supervision, and co-worker) was discussed as mediator in this 
relationship. KS with two facets (donating and collecting) was discussed as moderator in 
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the same relationship. The outcomes of practising different behaviours of TL were also 
deliberated.  
Moreover, the results obtained through the analysis were consistent with those from 
previous literature in terms of the direct impact of TL on INN. Regarding the mediating 
role of JS in this relationship, the results confirmed the number of studies in the prior 
literature. Whereas, the moderating role of KS in the relationship of TL behaviours and 
INN was first discussed and presented in this study. The discussions regarding the 
findings, theoretical, practical, and methodological implications will be highlighted in the 
next chapter. Furthermore, recommendations, directions for future studies, and the 
limitations of the study will be discussed in the next chapter as well.   
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7 Chapter Seven: DISCUSSION AND CONCLUSION 
7.1 Introduction 
This chapter sheds light on the foremost findings that have been revealed through both 
approaches (quantitative and qualitative). Additionally, it provides a brief overview of 
the study. Moreover, this chapter discusses the practical, theoretical, and methodological 
implications related to transformational leadership style and product and service 
innovation in Jordanian telecommunication sector. After that, recommendations, 
limitations, and directions for future researches will be highlighted.      
The results drawn from the qualitative part give the researcher directions in terms of 
interpreting the results obtained through the quantitative part. Interestingly, results from 
both approaches were consistent, in that, multi-group analysis through SEM shows 
differences in the practises of TL behaviours by leaders. The participants responded to 
the questionnaire that included a section to rate the leaders, showing that not all leaders 
practise these behaviours. However, other participants showed that some leaders are 
practising some TL behaviours such as idealised influence and inspirational motivation, 
while there is a lack of other behaviours such as individualised consideration and 
intellectual stimulation, which would be replaced, for example, by another action such as 
incentives. 
7.2 Discussions 
In this section, the findings from both approaches (qualitative and quantitative) will be 
discussed in order to answer the questions of the study. Then, links between these findings 
will be highlighted. After that, discussions about other findings from related studies will 
be included as well. 
7.2.1 Transformational leadership behaviours practises and product and service 
innovation 
This section deliberates the quantitative results that reflecting the first main objective of 
the study relates to examining the impact of TL behaviours on product and service INN 
within JTS. Correspondingly, answering the main first question: 
Q1: What is the impact of transformational leadership behaviours (4 Is) on product and 
service innovation within Jordanian Telecommunication Sector? 
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In general, the results of quantitative data analysis revealed that leaders in JTS practise, 
to a high degree, TL behaviours with their teams’ members. However, there are some 
leaders who do not approach this style of leadership or/and leaders practising some of 
these behaviours.  
Idealised influence found to directly and positively impact product and service innovation 
in JTS. Since TL leaders develop sense of trust, respect, and pride between followers. By 
demonstrating such senses, leaders can build commitment in the employees, share 
potential risks with them, articulating shared vision, and echoing confidence in this 
vision. As result, these senses induce employees to perform much better as well as try to 
be more innovative (Bass and Riggio, 2006; Amabile, 1996; Reuvers et al., 2008). The 
results showed that employees within JTS realise that their leaders retain idealised 
influence since they maintain trust, respect, and commitment. Khan, Ur Rehman and 
Fatima (2009) noted that practising idealised influence within the telecommunication 
sector foster the innovation applications among employees. Consistently, idealised 
influence is an important facet towards building admiration, displaying feeling full of 
goal, enhancing the performance by motivation, and establishing an appropriate climate 
for change in which innovativeness is valued. (Alzawahreh, 2011). These findings are 
consistent with the claim that leaders practising idealised influence, positively affect 
innovation capabilities through enabling a changed culture and innovation climate (Jung, 
Wu and Chow, 2008; Sarros, Cooper and Santora, 2008; Gumusluoğlu and Ilsev, 2009a; 
Gumusluoglu and Ilsev, 2009b; García-Morales, Jiménez-Barrionuevo and Gutiérrez-
Gutiérrez, 2012; Nijstad, Berger-Selman and De Dreu, 2014; Li, Mitchell and Boyle, 
2016).  
Results of the current study show that inspirational motivation directly and positively 
impacts product and service innovation in Jordanian telecommunication sector. 
Inspirational motivation is a behaviour used by leaders that includes delivering followers 
with sense as well as challenge, and instilling future vision. It also reflects boosting the 
commutations process and forming the organisation’s vision in such a way that allows 
innovation practises (Bass and Riggio, 2006; Bass et al., 2003). Along the same vein, 
displaying this behaviour reinforces change on both levels personal and organisational; 
in addition, it assists subordinates to perform beyond expectations. This in turn, results in 
seeking new and novel ways to accomplish the work, or in some cases create new 
products and services (Jung and Avolio, 2000; Jung, Wu and Chow, 2008; Eisenbeiß, 
Van Knippenberg and Boerner, 2008; Jen-Chia, 2012).  
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Intellectual stimulation boosts brainstorming, encourages creative thinking, and induces 
employees to rethink about problems critically. This behaviour requires employees to 
make assumptions redoing normal duties in new techniques. However, this process 
should be free of criticism if any unexpected errors appear (Barling, Weber and Kelloway, 
1996; Bass, 1999; Bass and Riggio, 2006). The results show that intellectual influence 
directly and positively impacts product and service innovation in Jordanian 
telecommunication sector. These findings are congruent with previous studies (Yasin et 
al., 2014; Al-Husseini and Elbeltagi, 2016). Others found that TL behaviours, 
particularly, those practised on the individual level such as intellectual stimulation have 
a negative effect on individual innovation (Li, Mitchell and Boyle, 2016).   
Finally, individualised consideration has been found directly and positively impact 
product and service innovation in Jordanian telecommunication sector. This behaviour 
reflects the ability of the leader to pay special attention towards his/her followers 
individually, whether in coaching them in terms of the duties of the job or even trying to 
help them about their private issues (Bass and Riggio, 2006). This is because leaders 
displaying individualised consideration should offer the basic components via coaching 
and enhancement behaviours (Dhar, 2015). The results of the current study support the 
findings of Bass et al. (2003) and Matzler et al. (2008). Their findings confirmed a 
positive relation between individual consideration and innovation. In addition, 
individualised consideration allows more communication activities between the leader 
and the followers which enables more organisational learning that links to innovative 
results (García-Morales, Jiménez-Barrionuevo and Gutiérrez-Gutiérrez, 2012). In 
contrast, in some cultures leaders should be more autocratic and use the authority for 
running their organisations; thus, they don’t have the ability to give any attention to the 
needs of followers (Karakitapoğlu-Aygün and Gumusluoglu, 2013).   
In summary, TL leaders provide a charismatic style of leadership that influences followers 
to perform beyond expectations regardless of the authority that the leaders possess. The 
results of this study support the hypothesised model which suggests that TL behaviours 
directly and positively impact product and service innovation in Jordanian 
telecommunication sector. These results were consistent with many previous studies such 
as Jung, Chow and Wu (2003); Jung, Wu and Chow. (2008); Matzler et al. (2008); 
Reuvers et al. (2008); Gumusluoglu and Ilsev, (2009b); Al-Husseini and Elbeltagi, 
(2016).  
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In contrast, the findings are inconsistent with some previous studies that argued TL style 
is not associated with innovation. TL behaviours have been seen as followers becoming 
increasingly dependent on the leaders. In other words, employees with TL leaders rely 
much more on leaders in terms of guidance and decision-making process (Kark, Shamir 
and Chen, 2003). This in turn, hinders and prevents employees from being innovative in 
doing their duties (Damanpour, 1991). Others suggested that, in some cultures 
(Karakitapoğlu-Aygün and Gumusluoglu, 2013), and/or some kinds of organisations, 
such as non-profit, (Jaskyte, 2004), this style of leadership is inappropriate and ineffective 
for innovation.  
However, some criticised specific behaviours of TL, in which transformational leaders 
augment the propensity of organisations to innovate by employing inspirational 
motivation and intellectual stimulation through TL leaders; this is considered as a critical 
manner for organisational innovation. These leaders assemble their followers to ensure 
the success of the innovations which also hinders the attempts at innovation (Jung, Chow 
and Wu, 2003). whereas, some researchers found that some of these behaviours, such as 
idealised influence and inspirational motivation are more adequate and beneficial than 
others such as individualised consideration (Al-Husseini and Elbeltagi, 2016). 
Interestingly, the discussion above as well as the result of the quantitative data analysis 
through SEM provided support of hypothesis H1 (a-d) which stated that: 
H1: Transformational leadership behaviours directly and positively impacts product and 
service innovation in Jordanian telecommunication sector. 
This is followed by the sub-hypotheses: 
H1a: Idealised Influence directly and positively impacts product and service innovation 
in Jordanian telecommunication sector. 
H1b: Inspirational Motivation directly and positively impacts on product and service 
innovation in Jordanian telecommunication sector. 
H1c: Intellectual Stimulation directly and positively impacts product and service 
innovation in Jordanian telecommunication sector. 
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H1d: Individualised Consideration directly and positively impacts product and service 
innovation in Jordanian telecommunication sector.  
7.2.2 Transformational leadership and job satisfaction 
This section reflects the first sub-objective in regard to examining the direct impact of TL 
behaviours on JS within JTS. Also, answers the first sub-question of the current study: 
Q1: What is the impact of the transformational leadership behaviours (4 Is), on job 
satisfaction within Jordanian Telecommunication Sector? 
On the one hand, the findings were, in general, consistent with other previous studies such 
as those of (Medley and Larochelle 1995; Nguni, Sleegers and Denessen, 2006; Griffith, 
2004; Walumbwa et al., 2005; Mohammad, AL-Zeaud and Batayneh, 2011). On the same 
line, this positive relationship between TL and JS has been confirmed by Top et al. (2013). 
Likewise, Braun et al. (2013) found that leaders with TL style are more likely to have 
followers with high degree of JS on both levels, individual and team. On the other hand, 
the results were inconsistent with the findings of Emery and Barker (2007) who stated 
that JS will be higher under both idealised influence and intellectual stimulation. Most 
recently, the results of Hanaysha, Khalid and Mat (2012) indicated that just one behaviour 
of TL, namely intellectual stimulation was positively related to JS. While, the other three 
behaviours, namely idealised influence, inspirational motivation, and individualised 
consideration are not related to JS. 
In terms of idealised influence which involves, on the one hand, articulating clear vision 
which in turn clarifies the desired performance as well as the duties assigned to every 
member in the team (Bass and Riggio, 2006). As a result, the employee knows what is 
required for the job when the condition or the aspect of current work that related to JS is 
achieved (Bushra, Ahmad and Naveed, 2011). On the other hand, acting as a role model, 
the leader builds strong trust and puts his/her followers in charge by empowering them 
and trying to make them leaders; consequently, the supervision aspect of JS is also 
achieved (Awamleh and Al-Dmour, 2004).  
Furthermore, through inspirational motivation, leader motivates/encourages the followers 
towards the notion of team spirit, this results the fruitful by involving in common targets 
as well as accepts the challenge of achieving these targets (Bass and Riggio, 2006). 
Therefore, the employees have the ability to be recognised by the leaders and the 
opportunity to attain high degree of self-realisation. Ultimately, creating kind of 
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satisfying about what has been done so far and the employee’s contribution in this 
accomplishment. In addition, the employee will have a feeling of job involvement that 
the TL leader will provide through inspirational motivation (Mester et al., 2003). 
Regarding intellectual stimulation TL leaders induce followers to find new and novel 
methods for encountering problems as well as encourage them to think inventively for 
new approaches to handle the day-to-day duties (Avolio et al., 2008). In doing so, 
employees are enabled for making decisions regarding their duties and are able to share 
their innovative ideas with their leaders. This in turn, establishes a comfort work 
environment in within which employees like to operate (Ahmad et al., 2013). Finally, by 
employing individualised consideration, TL leaders provide training and coaching for 
followers, take care of their needs, and pay attention to their unique capabilities (Bass and 
Riggio, 2006). However, others deemed that, treating employees individually is unfair 
because employees need to be treated equally. This is considered a weakness of this 
behaviour of TL towards JS (Kark, Shamir and Chen, 2003). Others went on to say that 
TL have no time for individual treating which weakens TL positive impact on JS (Medley 
and Larochelle, 1995). 
As a result, drawn from the analysis results, it has been shown that H2 (a-d) was 
supported. Which stated that: 
H2: Transformational leadership behaviours directly and positively impacts job 
satisfaction in Jordanian telecommunication sector. 
This followed by the sub-hypotheses: 
H2a: Idealised Influence directly and positively impacts job satisfaction in Jordanian 
telecommunication sector. 
H2b: Inspirational Motivation directly and positively impacts job satisfaction in 
Jordanian telecommunication sector. 
H2c: Intellectual Stimulation directly and positively impacts job satisfaction in Jordanian 
telecommunication sector. 
H2d: Individualised Consideration directly and positively impacts job satisfaction in 
Jordanian telecommunication sector. 
7.2.3 Transformational leadership, job satisfaction and innovation 
7.2.3.1 Job satisfaction and innovation 
This section addresses the second sub-objective that deliberates determining the impact 
of JS on product and service innovation INN within JTS. 
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This study concentrates on attitudinal concerns of JS since it is linked with numerous 
workplace outcomes; for example, performance behaviours (Hanisch and Hulin, 1991; 
Walumbwa et al., 2004). Accordingly, innovativeness is a desired outcome that 
supervisors want to witness in their employees. Likewise, it has been argued that 
innovation is one of the good performance aspects (Nerkar, McGrath and MacMillan, 
1996). These results are regarding the sub-objectives number 1 and 2 which are about the 
direct impact of job satisfaction on product and service innovation within Jordanian 
Telecommunication Sector, and the nature of the role played by JS in the relationship 
between TL and INN. Similarly, this section answers question number 2 and 3 in the sub-
questions:  
Q2: What is the impact of job satisfaction on product and service innovation within 
Jordanian Telecommunication Sector? 
Firstly, huge bulk of studies has reviewed the relationship between job satisfaction and 
performance (Iaffaldano and Muchinsky, 1985; Judge et al., 2001; Christen, Iyer and 
Soberman, 2006). Secondly, good performance in the workplace includes many aspects 
such as employees’ innovativeness (Han et al., 1998; Cooke and Wills, 1999). The results 
of the present study support findings of other previous studies such as (Janssen and Van 
Yperen, 2004; Shipton et al., 2006; Lee and Chang, 2008; Chen et al., 2012b). Meanwhile, 
there are five aspects of JS according to the scale used in this study namely: current work, 
current payment, promotion opportunity, supervision, and co-worker.  
Current work states that the job assigned to an employee fits his/her qualifications and 
meets his/her skills, in that the employee enjoys doing the required duties (Porter et al., 
1974). The results showed that the current work is positively and directly impacts INN. 
This result is consistent with previous studies such as Gumusluoğlu and Ilsev (2009a). 
Moving to the next aspect, current payment, indicates to what extent the payment got by 
the employee fits the efforts spend to accomplish the work? It includes financial rewards 
as well (Porter et al., 1974). Again, the results indicated that current payment positively 
and directly impacts INN. This result has some support among previous literature; for 
example, Luft (2009) found that incentives and financial rewards are positively related to 
innovative ideas. However, some argued that financial rewards could prevent idea 
generation process which in turn leads to innovation, as these innovations will always 
rely on rewards; on the one hand, this will cost the firms much more to bring about 
innovation. On the other hand, the employees will decrease their innovative ideas if the 
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firms decrease the rewards. In other words, the innovation efforts in such firms will only 
rely on rewards or payment (Howell and Avolio, 1993; Pieterse et al., 2010).  
In terms of promotion opportunity that reflects giving a higher ranking or position to the 
employee in the organisation (Porter et al., 1974), the results also showed that promotion 
opportunity positively and directly impacts INN. Again, Shipton et al. (2006) provided 
an evidence that the results of the present study are congruent with previous studies. 
Regarding supervision as an aspect of JS that mirrors the extent the employee feels 
comfortable with the supervisor’s style of running the team (Porter et al., 1974). The 
results indicated a positive and direct impact of supervision aspect on INN. Similarly, the 
results were consistent with previous studies related to supervision and INN. For example, 
(Somech, 2006) found that the leader has the major responsibility of creating a team’s 
harmonisation which reflects high performance and leads to innovation. Finally, the 
results showed that a co-worker, as an aspect of JS, positively and directly impacts INN. 
The co-worker indicates the degree of consistency among colleagues in the same teams 
and their ability to collaborate with each other (Porter et al., 1974). The results were also 
congruent with previous studies (Janssen, 2003; Ferres, Connell and Travaglione, 2004). 
Generally, the results of SEM analysis showed that there is a positive and direct 
relationship between JS and INN. Also, the results of the current study, by and large, 
indicated that H3 (a-e) was supported. This hypothesis stated that: 
H3: Job satisfaction directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3a: Current work directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3b: Current payment directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3c: Promotion’s opportunity directly and positively impacts product and service 
innovation in Jordanian telecommunication sector. 
H3d: Supervision directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
H3e: Co-worker directly and positively impacts product and service innovation in 
Jordanian telecommunication sector. 
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7.2.3.2 The mediating role of job satisfaction  
Meanwhile, this section responded to third sub-objective that concerns about determine 
the nature role played by JS in the relationship between TL and INN within JTS. It also 
answers question 3 in the sub-questions: 
Q3: Does job satisfaction act as mediator in the relationship between transformational 
leadership behaviours (4 Is) and products and services innovation within Jordanian 
Telecommunication Sector? 
Previous studies have argued that the conditions of the work affect the performance of 
the employee. These conditions mirror the extent of an employee satisfied with his/her 
work from various aspects (Judge et al., 2001). Whereas, others shed the light on JS as 
intermediate factor that links two other variables together, such as, personality and 
citizenship behaviour (Ilies et al., 2009). Again, the results of the quantitative analysis, 
through path analysis test, indicated that JS plays as mediator in the relationship between 
TL and INN. These results consistent with number of previous studies that dealt with JS 
as mediator, in addition, adding an evidence to support this proposition (Cheung et al., 
2009; Han and Jekel, 2011; Barnes, Ghumman and Scott, 2013; Vratskikh, Al-Lozi and 
Maqableh, 2016). However, as mentioned earlier in Chapter One and Chapter Three, this 
specific investigation regarding the mediating role of JS in the relationship between TL 
and INN is not searched up to date. 
In summary, drawn from the results, H4 was supported as well. This hypothesis stated 
that:  
H4: Job satisfaction mediates the relationship between transformational leadership and 
product and service innovation in Jordanian telecommunication sector. 
The results also showed that this mediation role is a partial mediation type. As mentioned 
earlier in Chapter One, the studies regarding the nature role of JS in the relationship 
between TL and INN are scarce, if not existing until the moment of writing this 
discussion. However, there are a few studies that have investigated the mediation role of 
JS in the relationship between TL and, for instance, performance (Braun et al., 2013), and 
organisational commitment (Bushra, Ahmad and Naveed, 2011). 
7.2.4 Transformational leadership, knowledge sharing, and innovation 
This section addresses fourth sub-objective that deliberates determining the nature role of 
knowledge sharing regarding the relationship between transformational leadership and 
product and service innovation. It also answers the sub-question number four:  
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Q4: Does (knowledge sharing) moderate the relationship between transformational 
leadership behaviours (4 Is) and product and service innovation within Jordanian 
Telecommunication Sector? 
Accordingly, as the results of multi-group and interaction analysis showed that H5 was 
supported. The hypothesis stated that:  
H5: Knowledge sharing moderates the relationship between transformational leadership 
and product and service innovation in Jordanian telecommunication sector. 
In that, TL will positively impact INN under a high level of KS rather than a low level of 
KS. These results are consistent with some previous studies such as, Mittal and Dhar 
(2015) who found that KS moderates the relationship between TL and employee 
creativity. However, other previous studies found that KS plays a mediating role in the 
relationship between TL and innovation (Zhang, Tsui and Wang, 2011; Al-Husseini and 
Elbeltagi, 2016; Choi et al., 2016; Bai, Lin and Li, 2016). Likewise, since KS is one of 
the knowledge management activities, Noruzy et al. (2013) found that TL positively and 
indirectly effects INN through knowledge management. Also, the results of the current 
study support the findings of Birasnav, Albufalasa and Bader (2013) who asserted the 
importance of knowledge applications and acquisition in the relationship between TL and 
INN. 
7.2.5 Different behaviours of transformational leadership within the same 
organisation 
This section addresses fifth sub-objective which is about exploring the extent of the 
differences in practising different behaviours of TL behaviours, if any, among leaders in 
the selected case study within JTS. At the same time, it answers question 5 regarding the 
differences in practising these behaviours: 
Q5: Are there any differences in practising transformational leadership behaviours (4 Is) 
among leaders within the chosen case study of Jordanian Telecommunication Sector? 
Multi-group analysis through SEM was conducted in the previous section revealed that 
there were differences in practising TL behaviours, in that, the leader who seems to 
encourage sharing information and knowledge within the team, tends to have an 
innovative team. While, teams that have a leader with low ability to deliver the notion of 
sharing knowledge weakens the team’s ability to innovate.  
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Consequently, interviews with leaders in different departments within the same company 
were conducted in order to get to know the nature or the causes of these differences. 
Furthermore, the results from the qualitative part indicated that most of the leaders in this 
company were practising transformational leadership style. This style allows leaders to 
provide good work environment which in turn makes the followers feel satisfied with 
their job conditions. However, leaders who are not practising transformational style 
showed more difficulties in making their teams feel satisfied, which in turn, results in less 
innovative efforts by the followers in those specific teams. 
Moreover, the results revealed that TL leaders show appreciation towards their followers 
through paying more attention to them. In addition, those TL leaders tend to be innovative 
and flexible in terms of solving any problems regarding the service or product being 
provided through them. TL leaders exhibit different ways of thinking in utilising 
brainstorming and novel directions. Whereas. INN was represented with different terms 
such as: novel ieads, new ways of performing, and new product and service (see appendix 
19). 
This part of analysis mainly relies on making segmentations in terms of presenting the 
key concepts used in this research. In more details, the first concept being introduced is 
transformational leadership style by using the (4 Is); namely, idealised influence, 
inspirational motivation, intellectual stimulation, and individualised consideration. The 
questions in the interviews were related to these behaviours. Second, was job satisfaction 
by using the five aspects namely, current job, current payment, promotion opportunity, 
supervision, and co-worker. Third, knowledge sharing by using the two dimensions 
namely, donating and collecting. Fourth, innovation reflected by new product or service.  
 Regarding idealised influence, leaders across the company referred it to respect, pride, 
and trust. (See Appendix 19-1). 
 For instance, one leader responded: 
“Indeed, I give space of freedom while interacting with my team’s members. In addition, 
I sustain reciprocal respect regarding their views about any issue, pay attention to their 
affairs, and share work issues with them.” (Dep1). 
Another leader responded: 
“My team members, mainly, ask me for stewardship about their duties. In general, they 
trust me to a high degree.” (Dep13). 
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 Another leader said: 
“I feel proud of most of my team as they are optimistic and supportive. My department 
has gained excellent reputation because they have good relations with each other, respect 
each other, and interact very well with each other.” (Dep7). 
In terms of inspirational motivation, the majority of leaders in different departments in 
the company mentioned communicating vision, performance beyond expectations, and 
encouragement. (See appendix 19-2). For instance, one leader replied:  
“One of my priorities is articulating the organisation vision in the best and most 
understandable way to my team members, so they get to know what is required to meet 
this vision.” (Dep8). 
Similarly, one leader said: 
“Common vision as well as mission is essential to be communicated to the employees, 
this in turn, gives them the outlines for the desired job in order to meet this vision and 
mission.” (Dep11). 
Along with that another replied: 
“From time to time the leader should remind his/her followers about the vision and 
mission, in addition he/she should display encouragement so, followers can show more 
efforts and perform more than expected from them.” (Dep17).   
Regarding intellectual stimulation, leaders from various departments mentioned problem 
solving, new ways of performance, promoting intelligence, rationality, and effectiveness 
(See appendix 19-3). Whereas, encouraging employees, according to the leaders, 
fostering their ability to think critically about any problem encounters them in the work: 
“Employees need some kind of encouragement with inspiration that raises commitment 
to the work then try to achieve the desired goals. This can increase the ability to be more 
innovative and creative in doing the job.” (Dep10). 
Consistent with this, two leaders said: 
“When encountering a problem in a product or service, I used to make my team rethink 
about this problem inspiring and them through brainstorming to induce them to establish 
a unique solution.” (Dep19).  
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In terms of individualised consideration, leaders referred it to special needs, paying more 
attention, coaches, advises and disparity, (See appendix 19-4). While some leaders said: 
“I give opportunities for my followers to speak about their own issues, and try to help 
them in resolving these issues.” (Dep5).  
“I try to be close enough to my followers and listen to their private problems whether in 
the workplace or in their social life. I share with them any potential solutions for such 
situations. I help them to be familiar with the job.” (Dep9.) 
“Some employees have special needs and require attention regarding their duties and the 
way of doing the job, so I do pay attention to this type of employees and spend time 
individually with them.” (Dep20).    
Nevertheless, most of leaders in the company practising transformational styles asserted 
that, the four behaviours that formed TL are more likely to build good team spirit. Deals 
with followers in such way that makes them perform effectively and makes them 
enthusiastic to be more critical in their thinking which enables them for more idea 
generation. Moreover, TL behaviours break the boundaries between leaders and 
followers; one example is individualised consideration; this behaviour specifically allows 
the followers to ask leaders for advice and learn from their experiences about any issues 
that they may encounter during the work. Consequently, those followers are able to share 
their knowledge with other co-workers. 
“One of the advantages that could occur through being close to your team is gaining 
trust, which results in more questioning, without being shy to do so, this lets them feel 
more comfortable in the workplace; thus, mistakes will be close to zero in terms of day-
to-day duties. However, most of the followers try to pay back for this, so they perform 
beyond expectations.” (Dep9).    
On the other hand, some leaders of other departments believe that employees, for 
example, are mature enough to solve their problems, and promotion is the only way to 
enthuse them. One leader commented: 
“I don’t try to be close to my team members because I think that they have their own 
issues, and I respect their privacy. If one of my followers needs help in his/her work, 
he/she will ask a colleague before asking me for help.” (Dep2).           
Another said: 
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“To be honest, my priority is getting the work done. I tend to use promotion and incentives 
instead of intellectually stimulating my team. I prefer punishment if anyone is 
delinquent.” (Dep6). 
 Another leader responded: 
“I don’t have enough time to train my employees individually; group training saves me 
time and effort. In my opinion, this gives the employee the ability to do extra effort to 
develop him/herself, and gives him/her kind of independence and self-esteem.” (Dep14). 
In this regard, it is worth mentioning that positive self-esteem is associated positively 
with TL, while negative self-esteem is associated negatively with TL (Matzler, Bauer and 
Mooradian, 2015).   
One leader responded: 
“I delegate some of my authorities to people with experience, particularly, in training 
other employees. This could disseminate the application of knowledge sharing process.” 
(Dep16). 
Previous literature focuses on the relationship between all kinds of empowerment and TL 
behaviours. Empowerment has been found to work as a moderator in the relationship 
between TL and team effectiveness (Özaralli, 2003).  Moreover, it has been claimed that 
TL and empowerment are positively linked to each other. In particular, this relationship 
was mediated by social identification (Kark, Shamir and Chen, 2003).  In other context, 
it was found that psychological empowerment mediates the relationship between TL and 
organisational commitment (Avolio et al., 2004).  
 More interesting, the annual reports of the company in the period 2007-2015 showed that 
there were 1863 patents and new products and services have been provided to the 
costumers through these departments. However, most of these patents and new products 
and services were provided through those teams with TL leaders.  
However, the results from both parts (qualitative and quantitative) revealed differences 
in the way of practising TL behaviours. While leaders in some departments are not 
interested in dealing individually with followers, they are more likely to deal collectively 
because according to them they don’t have enough time for such kind of dealing, 
especially, in terms of coaching and training. On the one hand, the results are consistent 
with a number of previous studies such as (Thyer, 2003; Gregory Stone, Russell and 
Patterson, 2004). On the other hand, the findings of this study were inconsistent with 
266 
 
other previous studies. For example, Ahmad et al. (2014) found that TL behaviours are 
associated positively with employee motivation; in addition, TL behaviours across public 
and private telecommunication sector show no differences in practising these behaviours.  
7.2.5.1 Different impact of transformational leadership behaviours on innovation 
and job satisfaction 
In this section, the researcher sheds the light on the seventh sub-objective that deliberates 
determining the impacts on JS and INN through the differences in practising TL. 
Accordingly, there were some differences in terms of the impact of TL on JS across the 
departments within the selected case study. Again, these differences were drawn from the 
multi-group analysis that conducted through SEM in the previous section. The impact of 
TL is greater under the condition of providing high level of knowledge sharing. In 
addition, job satisfaction has also been an essential element in fostering this relationship, 
in that, it mediates the relationship between TL behaviours and INN. Correspondingly, 
answering question 6. 
Q6: Are there differences in the impact resulting from the differences in practising 
transformational leadership behaviours (4 Is), if any, by leaders of different departments 
within the same company in Jordanian telecommunication sector? 
Interestingly, utilising Nvivo software to analyse the interviews provided more 
understanding about these differences and allowed much interpretations for the results 
from quantitative part. For example, the concept (employees’ attitudes towards leaders), 
that is one of job satisfaction aspects (supervision) has dominated the discussions and the 
responses of the leaders. Another example is the concept (the ability to gain information) 
which reflects the KS variable. The majority of leaders mentioned the skills of gaining 
information and knowledge from colleagues of how the work should be done, in addition 
to the leader’s ability to give accurate and enough information about the duties to be done.  
Therefore, departments led by TL leaders provide a higher level of job satisfaction to the 
employees, which impacts positively the product and service innovation. Similarly, TL 
leaders tend to expand communications with the members and this allows transferring 
knowledge between them, consequently displaying more innovative trends among the 
team members under the condition of high level of KS. These inferences were clear 
through the quantitative analysis stage. (See Appendix 19) 
This study identifies five aspects of JS namely current work, current payment, promotion 
opportunity, supervision, and co-worker. The discussions during the interviews, related 
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to JS, were dominated by specific terms such as (appropriate assignments and duties, 
good work environment, harmonising the team members, friendly relationship). (See 
Appendix 19-7).  
For example, one leader responded: 
“Employees do care about the person who leads them, about his/her style of leading 
people, about his/her ability to get the members to know more about the job, and they 
care about his/her ability to make them feel satisfied in their work regardless of other 
considerations such as financial rewards.” (Dep21). 
Accordingly, another leader said: 
“As a team leader, I always try to make sure that my team members feel satisfied about 
their jobs, from all aspects. Sometimes I need to check that individually. Otherwise, I will 
struggle to make them perform well.” (Dep2).  
Nonetheless, some teams’ leaders mentioned that the majority of the employees prefer 
duties and assignments that fit their capabilities, prefer to perform with good colleagues, 
and prefer friendly leaders. For example, one leader responded:  
“I try to seek ways to make my team feel satisfied, one best way to do so is finding a kind 
of harmonising between them and give them appropriate assignments.” (Dep17). 
Another said: 
“My team is my family in the workplace, and what I do for my family to make them 
satisfied, I try to apply it for my team as well. Employees need that kind of leader who is 
very close to them and deals with them in a friendly manner. I used to give them space of 
freedom to make responsible decisions.” (Dep11).   
Another leader responded: 
“I believe that providing the team with more explanation about the vision of the 
organisation allows them to perform much better. The leader is responsible for 
articulating such things, which in turn, gives the directions of how the work should be 
done. Also, it is considered a duty of the leader to supervise the team adequately which 
gives better outcomes.” (Dep18).    
In terms of JS, the results are consistent with the findings of Podsakoff et al. (1990) who 
found that there are differences in the impact of TL behaviours on JS.TL behaviours had 
positive effect on satisfaction except intellectual stimulation that has been found to have 
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negative effect on satisfaction. Some studies linked JS to the concept “empowerment” 
since it reflects positive attitude towards JS. Fuller et al. (1999) used psychological 
empowerment as moderator in predicting JS through TL. The results indicated that 
psychological empowerment moderates only three out of four behaviours of TL in 
predicting JS.  Moreover, in terms of multiple levels Braun et al. (2013) provided 
empirical evidence that at both levels (individual and teams) TL was positively associated 
with JS (see appendix 19-8). 
In general, JS is positively related to TL behaviours whether in private organisations 
(Berson and Linton, 2005; Gill et al., 2010; Bushra, Ahmad and Naveed, 2011; Linjuan, 
2014), or in public organisations (Munir et al., 2012; Hanaysha, Khalid and Mat, 
2012).TL and JS are both found to be helpful and essential for the overall interest of the 
organisations (Mirkamali, Thani and Alami, 2011). Moreover, JS plays a mediation role 
between TL and other variables such as organisational commitment and organisational 
citizenship behaviour (Nguni, Sleegers and Denessen, 2006). However, Marn (2012) 
found that one behaviour of TL, which is idealised influence, was not related to JS.    
This section deliberates objective number 5 that is about different impacts resulting 
through applying different behaviours of TL. It also answers the last question: 
The discussions and responses of the leaders related to the different impact of TL 
behaviours on INN were dominated by number of keywords such as (incentives, 
promotions, motivating, stimulating, and enthusing). (See Appendix 19-6). 
Most of the leaders confirmed that employees are able to innovate if they find adequate 
support that could be obtained through motivating, thus stimulating them towards the 
process of idea generation. For example, a leader responded: 
“In terms of bringing about innovation, leaders have to motivate and stimulate the 
followers. Sometimes the leader has to set a number of goals and play the game of 
challenge with his/her followers.” (Dep14). 
Another leader said: 
“Indeed, using rewards or incentives can make innovative but for the short-term. In my 
point of view, it is more beneficial to have employees who care about the interest of the 
organisation as whole, instead of having employees looking after their own interest.” 
(Dep19).    
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Interestingly, previous studies confirmed that inspirational motivation and intellectual 
stimulation, among TL behaviours, have the most impact on innovation (Elkins and 
Keller, 2003). Moreover, Gumusluoğlu and Ilsev (2009a) claimed that the relationship 
between TL and innovation is moderated by internal support. One of the internal support 
facets is providing the employees such support by motivating and stimulating them. 
On the other side, a leader commented: 
“Incentives are essential if you are looking for more innovation. In addition, promotions 
play the same role. I prefer to give my team these as they create enthusiasm in the team 
to seek and move towards new ideas.” (Dep7).   
A number of leaders asserted that employees’ innovativeness is more likely to be enthused 
through incentives and financial rewards. For example, one leader said: 
“The economic circumstance of the employee is one of the obstacles that could prevent 
him/her to think critically about any issue facing him/her at work. It limits the ability of 
idea generation.” (Dep6). 
In line with this, another leader mentioned some obstacles that prevent innovations of the 
employees: 
“In any society, there are a number of factors that could prevent or limit the ability of the 
individuals to generate new ideas that could be, then, translated to an invention or patent. 
However, every factor has its own solution in reality. For example, if the employee keeps 
thinking about his/her economic situation, this prevents him/her to perform well in his/her 
work. But, this factor can be resolved through providing more incentives as a reward to 
any new ideas that could enhance the quality of the product or service that provided to 
the customer.” (Dep5).   
Another said: 
“Innovativeness is an important topic and leaders do care about having followers with 
such features. However, sometimes the fear of failure impedes the ability to innovate 
within the employee. Here, the responsibility of the leader occurs as he/she should follow 
a strategy that eliminates this feeling. The leader should support and motivate the 
followers through providing a good environment includes sense of secure.” (Dep20).     
Another leader asserted that: 
270 
 
“Internal support is important if you desire employees with more innovative capabilities. 
Support is not limited to incentives. It is, indeed, beyond that. It could include motivation 
and encouragement for the process of gaining and collecting knowledge from external 
and internal resources.” (Dep17). 
Accordingly, Lin (2007) illustrated that the top management should be committed to the 
notion of knowledge sharing consisting of both facets donating and collecting, which in 
turn results in enhanced performance and could lead to innovation through the employees 
in the first line (See appendix 19-10). Moreover, employees’ interacting in terms of 
transferring knowledge is very significant, particularly, in the case of high and medium 
tech companies. Consequently, supervisors should enhance the ability of exchange 
knowledge and experience among the employees (Sáenz, Aramburu and Rivera, 2009). 
Most recent and consistent with these findings is a study by Al-Husseini and Elbeltagi 
(2016) who confirmed that there are differences in practising TL behaviours resulting in 
variations of process and product innovation between public and private higher education 
institutions in Iraq. 
7.2.6 The strength of relationships between the components of transformational 
Leadership 
As mentioned earlier transformational leadership style comprises four behaviours or 
components namely, idealised influence, inspirational motivation, intellectual stimulation 
and individualised consideration. This style is known as one of the most dominant style 
toward understanding effectiveness on all levels: individual, group and organisational 
(Bass, 1985). These behaviours include augmenting followers’ performance toward a 
higher level, allowing them to exceed their individual interests for shared benefit, 
directing on their capabilities toward smoothing individual development, and emerging 
their intellectual skill to tackle issues using different and new practises (Bass, 1985). 
Whereas, the basic motivation of these behaviours is considering this style as a process 
toward shifting the way individuals envision themselves (Shamir, House and Arthur, 
1993).  
The leaders within different departments in the selected case study asserted this claim, in 
which, the four behaviours have different impact and they deal with the employees on 
this base. For example, a leader of one department responded: 
 “Each case or task requires me to display different leading behaviour with my team but 
in general, I used to direct my behaviours collectively, toward enhancing individuals’ 
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skills, meanwhile, focusing on spreading the spirit of team in each stage and task”. Dep 
23. 
Generally, leadership in nature is a process that could be practised on both level, 
individual and group (Bliese, Halverson and Schriesheim, 2002). Accordingly, 
transformational leadership is characterised by exhibiting two behaviours on individual 
level, those behaviours are individualised consideration (IC) and intellectual stimulation 
(IS), in which, the aim is to affect individual followers within a team. Whereas, the other 
two leadership behaviours, idealised influence (IF) and inspirational motivation (IM) are 
aiming to identify and articulate a vision and promoting the acknowledgment of team 
goals. This conceptualisation of transformational leadership behaviours offers further 
theoretical understandings, that is, current investigations regarding transformational 
leadership as a comprehensive concept built on the postulation that the four behaviours 
hold comparable impacts on the followers; attitudes work (Piccolo and Colquitt, 2006; 
Shin and Zhou, 2007). 
Moreover, IC and IS are intending to affect employees individually through focusing on 
the uniqueness of each follower, while IF and IM aim at affecting the whole team through 
stablishing common values and pursuing a shared base. Indeed, the focal of the latter two 
(IF, IM) are more likely related than the comprehensive construct of transformational 
leadership especially, in conceptualising particular focal impacts regarding several work 
outcomes. This is due to flexibility of transformational leaders’ behaviours toward 
meeting the desires and needs of particular followers and teams within several work 
conditions, that is for example, IC and IS are more likely helpful for individual 
recognition whereas IF and IM are more likely helpful for social recognition, which in 
turn, affects the performance (Herman and Chiu, 2014).  
Confirmations of such claims and arguments have been obtained through responses from 
leaders of different departments for example: 
“The process that I tended to follow in leading my team comprises two different ways, 
that is, some individual tasks require more emphasis on the follower him/herself rather 
than collective guiding of the whole team”. Dep 11  
The responses of many leaders in the selected case study confirmed, to high degree, that 
dealing with the team as whole is slightly different from dealing individually with 
followers. Consequently, the results of the quantitative analysis revealed that, the four 
behaviours were linked directly and positively to product and service innovation. This 
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confirms the above discussions and claims that the four behaviours are needed toward 
new ideas, thus, generating innovative products and services. Since each behaviour has 
its own effect on employees’ innovativeness. 
Turning into deeply inspect the effect of four behaviours, separately, on innovation. form 
one hand, it has been argued that the level of follower’s dependency negatively affects 
innovativeness, this negative impact refers to censoring followers’ views and ideas that 
are uncertain and critical which vary from transformational leaders’ views and ideas, thus, 
activating followers’ dependency, in turn, constrains innovative behaviours. However, 
transformational leaders practising IF exhibit trustworthiness toward vital and elementary 
values and principles through paying additional consideration to the needs of the 
followers much more than their own, this in turn, causes the dependency (Basu and Green, 
1997; Popper and Mayseless, 2003). Interestingly, the quantitative results were consistent 
with these claims and showed that IF holds the second lowest effect (0.212) which, to 
high extent, explains and confirms the above argument.  
Moreover, through IM, leaders offer and rise challenges and meanings of followers’ 
duties, and improve spirit toward superior performance to change the status quo. This in 
turn, advances the employees’ ability to think out of the box. Additionally, through IM, 
leaders articulate shared vision and the goals to be achieved as well as the means and 
ways of attaining the vision and the goals (Bass, 1985). While, other advocated that, this 
process may add more stress on employees since they fear of failure to doing so. Thus, 
performing under the pressure which may affect the efficiency. This can be explained 
through the charismatic behaviours, such as IM, that promotes a possibly non-preferable 
dependence on the leader (Bass and Riggio, 2006). These interpretations may look like 
not surprising since the quantitative results showed the same inferences, that is, IM holds 
the lowest impact on product and service innovation (0.198).  
Further, IS refers to stimulate employees to rethink about problems and try to find new 
ways to solve them, and call for more assumptions. This behaviour fosters innovative and 
critical thinking and looks for substitute process of performing to generate knowledge, 
which leads to innovativeness. Again, the results of quantitative analysis showed that this 
behaviour holds the second highest impact (0.222). Similarly, the results showed that IC 
holds the highest impact (0.252). Transformational leaders, through IC, are concentrating 
on the needs and requirements of the individuals through mentoring, training, affording 
learning opportunities and creating a supportive environment that enhances the growth 
(Jung, Wu and Chow 2008; Oke, Munshi and Walumbwa, 2009).  
273 
 
In summary, the quantitative analysis of the current study confirmed the strength of 
relationship among the four components of transformational leadership. Wherein, the of 
the current study showed high level intercorrelation among the four behaviours. These 
results consistent with the findings of Bass and Avolio (1990) and Avolio, Bass and Jung 
(1999) who stated that,  in general, components of TL depict postive and high level of 
intercorrelations. In addition, such high level of intercorrelation also, has been confirmed 
in the normative analysis within the same context (Bass and Avolio,2004). In addition, 
the qualitative analysis of the interviews show high degree of internal consistensy and 
solid linkages between these components.  
7.3 Conclusions 
This study, mainly, aims to investigate the role of transformational leadership in 
reinforcing product and service innovation within Jordanian telecommunication sector. 
While sub-objectives took place in this study in order to fulfil the main aim. The 
mediating role of job satisfaction and the moderating role of knowledge sharing have been 
examined, regarding this relationship, as indicators of the indirect impact in this 
relationship.  
The study employed a model that was derived from conceptual framework based on deep 
study of the previous literature that deliberated the topic. The model consists of four 
constructs: transformational leadership (TL), job satisfaction (JS), knowledge sharing 
(KS), and product and service innovation (INN). TL is a new trend in leading people that 
are able to make commitment through the employees. In addition, TL helps in enhancing 
the quality of the performance as well as boosting the critical thinking on problems that 
could occur during performing. Moreover, it characterises by transforming the trends of 
the employees, from caring about their own interests towards the organisation’s interests 
through transforming the values as well as establishing a culture with shared vision.  
The problem that has been addressed in this study was derived from the fact that there is 
a lack of developing models for more examination about the connections among TL, JS, 
KS, and INN, particularly, in Jordanian telecommunication sector.  
The proposed model in this study was examined by utilising mixed methods approach 
that was deliberated earlier in Chapter Five. The software SPSS and Amos23 were used 
in data analysis stage for the quantitative part. While SPSS was used to obtain the initial 
characteristics of the data that collected through the questionnaire that was directed to the 
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employees, structural equation modelling SEM was employed through Amos23 for 
assessing the structural model and the hypotheses testing. 
Concurrent strategy comprises of two parts of analysis using both quantitative and 
qualitative approaches. The quantitative approach employed a developed questionnaire 
based on the previous literature. The questionnaire consists of 68 closed-ended questions, 
twenty items for TL, twenty-five items for JS, ten items for KS, and thirteen items for 
INN. Then, a pilot study was conducted in order to confirm the validity and the reliability, 
as well as to obtain feedback that could improve the quality of this questionnaire. Prior to 
the pilot study, a process of translation to Arabic language was executed since the 
population of this study was in Jordan. This questionnaire was directed to 486 employees 
in three main companies that exclusively provide mobile phone and internet services in 
Jordanian telecommunication sectors. The purpose of this questionnaire is to collect data 
that rates the leaders in terms of TL behaviours, JS, KS, and INN. This data was used to 
test the casual relationships that was presented as hypotheses drawn from the conceptual 
framework. 
Moreover, semi-structured and face-to-face interviews with leaders in one company (the 
selected case study) were employed for the qualitative part. These interviews were 
conducted in an attempt at providing more understandings as well as providing 
interpretations to the results and inferences obtained from the quantitative part. Finally, 
this allowed the researcher to make some comprehensive inferences using results from 
both approaches, in addition to find linkages between these results.    
The researcher, then, turned to the hypotheses testing using SEM with Amos23 for the 
quantitative purpose and Nvivo for the qualitative purpose. The results of quantitative 
analysis indicated that H1 (a-d) was supported: this hypothesis proposed that TL 
behaviours directly and positively impact product and service innovation in Jordanian 
telecommunication sector. The results obtained from the quantitative part confirmed that 
TL behaviours namely, idealised influence, inspirational motivation, intellectual 
stimulation, and individualised consideration have a direct and positive impact on INN. 
This replies to the main research question number one: 
Q1: What is the impact of transformational leadership behaviours (4 Is) on product and 
service innovation within Jordanian Telecommunication Sector?  
Furthermore, H2 (a-d) was supported: this hypothesis proposed that transformational 
leadership behaviours directly and positively impact job satisfaction in Jordanian 
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telecommunication sector. The results of the current study, in turn, addressing the first 
sub-question. 
Q1: What is the impact of the transformational leadership behaviours (4 Is), on job 
satisfaction within Jordanian Telecommunication Sector? 
Also, H3 (a-e) was supported, this hypothesis proposed that job satisfaction aspects 
directly and positively impact on product and service innovation in Jordanian 
telecommunication sector. Correspondingly, JS aspects namely: current job, current 
payment, promotion opportunity, supervision, and co-worker have a direct and positive 
impact on INN within the Jordanian context, specifically, in the telecommunication 
sector. These results answering sub-question two. 
Q2: What is the impact of job satisfaction on product and service innovation within 
Jordanian Telecommunication Sector? 
The results of path analysis technique showed that JS partially mediates the relationship 
between TL and INN. As a result, H4 was supported, this hypothesis proposed that job 
satisfaction mediates the relationship between transformational leadership and product 
and service innovation in Jordanian telecommunication sector. Consequently, the results 
confirmed that, JS plays a vital role in the relationship between TL and INN. These results 
answering sub-question three. 
Q3: Does job satisfaction act as mediator in the relationship between transformational 
leadership behaviours (4 Is) and products and services innovation within Jordanian 
Telecommunication Sector? 
The multi-group and interaction analysis both were employed for testing the moderating 
effect of KS. Both tests showed that KS is found to perform as a moderator variable in 
the relationship between TL and INN. Thus, H5 was also supported: this hypothesis 
proposed that knowledge sharing moderates the relationship between transformational 
leadership and product and service innovation in Jordanian telecommunication sector. 
Nevertheless, the results showed that KS facets namely: donating and collecting are 
essential in those kinds of organisations, which enables transferring of knowledge among 
employees to enhance idea generation, which in turn, affects the quality of performance 
and encourages innovativeness capabilities among employees. Yet, the results revealed 
that the level of practising KS is affecting the level of innovation. Although leaders 
practising TL behaviours foster the ability to innovate, these mechanisms work under the 
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condition of high level of knowledge sharing. Conversely, under a low level of KS the 
impact of TL behaviours on INN decreased. Consequently, the results of moderating 
affect analysis answering sub-question four. 
Q4: Does (knowledge sharing) moderate the relationship between transformational 
leadership behaviours (4 Is) and product and service innovation within Jordanian 
Telecommunication Sector? 
Moreover, the analysis in the previous chapter gives explanations about the steps that 
have been conducted in this study. Wherein, EFA showed the measurements that were 
used in establishing the constructs as well as the validity and the reliability of the 
questionnaire. While, CFA employed to confirm that the data fits the proposed model, the 
path analysis employed to test both the direct impact of TL on INN and the mediating 
role of JS.  
Additionally, the qualitative results obtained through analysing the interviews indicated 
new notions related to the different impacts of TL behaviours within the selected case 
study. The results revealed that the departments led by transformational leaders are more 
likely to show innovative skills and produce new products and services more than other 
departments being led by leaders with different styles of leadership or departments with 
leaders practising part of TL behaviours. These differences were due to the idealised 
influences providing respect, pride and trust that the transformational leaders offer to their 
followers, which in turn, resulted in much more responsibility and commitment by the 
followers towards the organisation. Another reason is the friendly dealing with the 
followers which could facilitate the KS practises among employees as well as through the 
leader to the employees.  
Whereas, encouragement and support, through inspirational motivation, is the key 
element towards what leaders provide in order to make the followers perform beyond 
expectations. Similarly, leaders can induce brainstorming and critical thinking through 
intellectual stimulation regarding the problems encountering the employees during day-
to-day duties, which are essential. Intellectual stimulation enables the employees to 
rethink about these problems and try to find new ways and generate novel ideas to resolve 
them. Finally, friendly environment and providing individual attention whether regarding 
the private issues or work issues provided through individualised consideration have a 
good impact on the performance and foster the efforts that could be made by the 
employees. These results and findings answering sub-question five. 
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Q5: Are there any differences in practising transformational leadership behaviours (4 Is) 
among leaders within the chosen case study of Jordanian Telecommunication Sector? 
In terms of the different impact of TL behaviours on both JS and KS, the results showed 
that leaders are able to improve the level of KS, as mentioned before, through 
individualised consideration, whereas, one of the aspects of this behaviours is caring 
about special needs regarding the capabilities of the employees and provide coaching and 
training as needed. Accordingly, although incentives and promotions are important for 
the employees, leaders can compensate these aspects by providing employees moral 
appreciation. In addition to covering the other aspects of JS such as develop good team 
spirit which reflects good co-worker relationships. Likewise, supervision as a JS aspect 
considered as well by the transformational leaders, in which it provides mutual 
satisfaction in the workplace. These results addressing sub-question six. 
Q6: Are there differences in the impact resulting from the differences in practising 
transformational leadership behaviours (4 Is), if any, by leaders of different departments 
within the same company in Jordanian telecommunication sector? 
In summary, the quantitative and qualitative findings showed that there are differences 
among leaders in practising TL behaviours. These differences, in turn, result different 
impacts on INN. The differences also have impacts on JS and the level of KS. While, 
some leaders are interested in applying idealised influence and inspirational motivations, 
others are just interested in the remaining two behaviours namely, intellectual stimulation 
and individualised consideration. However, the results also revealed that, although 
number of leaders enjoy practising some of TL behaviours, they do rely on other 
behaviours that are not, in their nature belong to TL style such as incentives and rewards.  
Results showed, likewise, that some leaders tend to make a kind of combination; they 
believe that in some cases the leaders need to practise or show different styles of leading 
his/her team and this depends on the situation they encounter.   
7.4 Implications of the study 
7.4.1 Theoretical implications 
There is abundance of researches regarding the relationship between leadership style and 
innovation in both sectors public and private (e.g., creative works, ideas, and 
performance; Mumford et al. (2002), Borins (2002), Mumford and Licuanan (2004), and 
Hülsheger, Anderson, and Salgado (2009) provided a comprehensive reviewing of the 
literature on leadership, innovation, and creativity. For instance, Hage and Dewar (1973) 
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revealed positive connections among democratic, considerate, and participative leader 
behaviours and followers’ innovativeness. In the same lines, Scott and Bruce (1994) 
showed that the innovative behaviours of followers influenced positively by role 
anticipations of the supervisor. Furthermore, Ahmed (1998) concentrated on the way the 
leader built a culture and climate for innovation with examples from practical life such as 
apple and IBM, he asserted that innovation is the way to help a company persist.  
In the same vein, the present study has theoretical contributions to the literature. First, 
consistent with Jung, Chow and Wu (2003), transformational leadership was found to 
have a positive and direct impact on organisational innovation. It provides additional 
information and evidence about the effective impact of transformational leaders in 
bringing about innovation through applying it in a new context namely product and 
service innovation in JTS. It is contrasting previous studies that included two or more 
types of innovation such as product and process innovation (Al-Husseini and Elbeltagi, 
2016). Moreover, this study is different also in terms of not limiting the study to one 
specific group of employees such as CEO’s (Zhu, Chew and Spangler, 2005; Peterson et 
al., 2009), R&D employees (Gumusluoğlu and Ilsev, 2009a), or/and mangers (Howell 
and Avolio, 1993; Sarros, Cooper and Santora, 2008). 
The relations included in this study have not, up to date, been investigated in Jordanian 
context, particularly, in telecommunication sector. TL is identified to arouse robust            
consequences through a diversity of initiatives that have the ability to increase employees 
‘consciousness about contributions of other members in the team (Bass and Riggio, 
2006). Through focusing on the followers’ personal needs and aspirations 
transformational leaders are able to augment confidence, enthusiasm, and effectiveness 
(Northouse, 2014). Consequently, the current study provides additional evidence about 
the positive impact of TL behaviours (idealised influence, inspirational motivation, 
intellectual stimulation, and individualised consideration) in reinforcing product and 
service innovation. In addition, it provides a superior level of understanding the 
mechanisms of how TL behaviours interact with innovation.  
Moreover, this study addressed the call of Dvir et al. (2002) and Jung, Wu and Chow 
(2008) to further understand the impact of TL on employees’ innovativeness. In the same 
vein, it responded to the call of Al-Husseini and Elbeltagi (2016) for more explanations 
about the nature of the role played by KS in the process of developing staff under the 
supervision of TL style. The study asserts the linkages between TL behaviours and JS 
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among employees in JTS. In that, TL delivers encouragement, vision, inspiration and 
trust, and endorses a JS sense. This is considered as a clue to the most important elements 
that impact JS and affords an indication in terms of the way that JTS is able to endorse 
high level of JS aspects. The study showed that TL behaviours are essential and critical 
in the work environment. It provides employees with a high level of JS in all its aspects. 
Additionally, the study clarifies how JS facilitates and simplifies the impact of TL 
behaviours on INN, since the results revealed a mediating role that JS plays in the 
relationship between TL and INN.  
On the other side, the study conveys and explains the important role of KS in, first, 
enduring development within the JTS, and second, seeking innovative solutions that help 
in bringing about innovation. KS is identified as the process of transferring information, 
skills, and experiences among individual towards superior performance (Zack, 1999; 
Nonaka, Von Krogh and Voelpel, 2006; Donate and de Pablo, 2015). The results of the 
study illuminate the dark side about understanding the nature of the role played by KS in 
the relationship between TL and INN. While the study confirmed the moderating role of 
KS in this relationship, when leaders in JTS allow high level of KS, this results in higher 
positive impact of TL on INN.  
Besides, the study also revealed that TL, JS, and KS are not the only elements for product 
and service innovation in JTS. Instead, the study denotes that there are other elements that 
should exist for the presence of product and service innovation. For example, rewards 
system in one of the aspects that leaders asserted during the interviews. However, the 
organisational nature and context is considered an important element as well, while there 
is also need for other elements, such as top management support, training and coaching 
programs, and affording other assets such as new technologies. The results show that 
there are differences in practising TL behaviours among departments, while some leaders 
focus on specific behaviours of TL and see them as essential factors in leading people 
such as idealised influence and inspirational motivation, some leaders claimed that other 
behaviours of TL are not worthy to focus on or these behaviours are a waste of time. 
Likewise, the study shows that these differences result different types of employees and 
different outcomes. 
Finally, the results of this study confirmed the comprehensiveness of TL theory as well 
as its impact across contexts (Bass and Avolio, 1993) through addressing the case of 
Jordan to investigate the role of TL in reinforcing product and service innovation, the 
direct and indirect impact. The indirect impact examined through the mediating role of 
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JS and the moderating role of KS. The findings obtained by the qualitative and 
quantitative approaches indicated that on the one hand, TL behaviours have a direct and 
significant role in reinforcing both job satisfaction and product and service innovation, 
and on the other, TL behaviours hold a significant and indirect impact on INN through 
the mediating role of JS and the moderating role of KS. 
7.4.2 Practical implications 
Accordingly, this study has also practical implications for both levels of management 
middle and top (decision makers in JTS). Substantially, transformational leadership is a 
style of leading practise that has progressively dominated both sectors private and public 
(Bass, 1998; Bass, 1999; Judge and Bono, 2000; Collins and Holton, 2004; Gardner et 
al., 2010; Avolio and Yammarino, 2013). By identifying this style of leadership as a 
desired and beneficial style towards more product and service innovation, it could help 
the top management for more adoption of strategies that aim at promoting and 
encouraging the application of this style by their leaders. This could be done through 
getting the leaders in JTS know the importance of TL behaviours practises. Additionally, 
superior emphasis on the good relationships in the workplace should take place through 
treating employees in a friendly manner, as well as induce and encourage individuals 
within the teams to have good relationships by focusing more on building team spirit, 
enhancing the collaboration between employees, and provide them with encouragement 
and support. 
So, as to strengthen transformational leadership, Conger (1999) detected five skills to be 
realised: First, there should be linkages between critical thinking, problem-solving as well 
as feedback. Second, visualising powered by practises of innovative thinking. Third, good 
communication skills in order to clearly articulating the vision and future plans. Fourth, 
advanced level of impression management that supported by diversity of communication 
skills. Fifth, delegation power to employees, which in turn, enhances by conveying 
desired performance, participating in decision-making, setting the goals, and utilising an 
appropriate incentive scheme. Further, TL behaviours are the practises of superior 
interactive relationships between leader and follower, are the way towards establishing 
greater level of job satisfaction of employees. 
Idealised influence and inspirational motivation provide employees with a clear idea 
about the organisation’s vision and the goals, this in turn, clarifies the desired outcomes 
that should be achieved as well as the outlines of work directions towards achieving the 
goals. Consequently, the employees will be satisfied because they know in advance the 
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nature of the duties and commitments that are required. Through individualised 
consideration, leaders are able to be more aware about the special needs of the employees, 
try to help them to solve their issues, coach them to do the required work, and build mutual 
trust, which allows employees to show satisfaction with their supervisor (Bass and 
Riggio, 2006).  
The study also found that employing TL behaviours based on articulating clear vision 
such as idealised influence, inspirational motivation, and intellectual stimulation will 
build team spirit, as mentioned before. This will foster the collaboration among 
employees since they have shared vision and goals. As a result, this collaboration includes 
transferring knowledge, skills and experiences. This will increase the process of idea 
generation and display greater level of innovativeness. Leaders are responsible for 
encouraging these types of collaboration that help the diffusion of knowledge sharing 
process. Therefore, establishing positive environment that enables employees to share 
knowledge with each other is the heart of TL style presence. Leaders in JTS should take 
the advantage of having group discussions and involvements that give the employees the 
opportunities to practise the applications of KS.   
The climate of underlining trust and innovation is beneficial towards knowledge sharing. 
Organisational culture holds a significant role that depicts the ability of having a direct 
impact on KS, besides an indirect impact by affecting leaders’ behaviours in terms of KS. 
Some of human resources’ manners such as objectivity in decision-making process and 
 unrestricted communication is expected to endorse that kind of organisational culture 
which in turn reinforces knowledge sharing culture (Cabrera and Collins, 2006). 
7.4.3 Methodological implications 
In terms of methodological implications, the study has made number of contributions: 
first, it gives more support to the validity and reliability of the scales that have been 
employed in conducting the study which measured TL, JS, KS, and INN within the new 
context, Jordan. Second, while most of the previous studies on the same topic focused on 
employing a single approach. The majority used quantitative (Howell and Avolio, 1993; 
Sarros, Cooper and Santora, 2008; Gumusluoglu and Ilsev, 2009b), while, few number of 
studies employed mixed methods (Jung, Chow and Wu, 2003). Consequently, the 
researcher takes the advantage of combining both approaches (quantitative and 
qualitative) in conducting the study. This allows more understanding of the phenomenon 
undertaken, while the qualitative approach can offer interpretations and explaining the 
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variations among results from both approaches, if any (Creswell, 2013). Third, the 
relationships undertaken in this study have been tested by using one single model by 
employing SEM features. Fourth, testing moderation effect using SEM, in that, 
employing SEM to assess the interaction effects among unobserved variables needs 
complex procedures, particularly if the included factors are measured using multiple 
indicators. This is due to the syntax that includes long list of complex constraints imposed 
on the model. A rigour has been gained in terms of the analytical facet of the research. 
This rigour is gained from utilising both the quantitative and qualitative approaches, 
allowing the study the twin advantages of thematic and statistical analysis. 
This study aims at examining the direct and indirect impact of TL on the product and 
service innovation in JTS, which makes a new contribution by focusing on one specific 
type of innovation rather than including different types in a single study which allows 
more powerful inferences obtained from the results. Additionally, the study investigated 
the undertaken relationships among the variables from two perspectives, the leaders and 
the employees. This also gives the study additional advantage since leadership is a topic 
that should be studied in a multilevel manner.   
Moreover, the current study involves several variables, some of which are just 
independent variables such as TL, while some are treated as independent variables and 
dependent variables at the same time such as JS; INN was treated as just dependent 
variable, and finally KS was treated as moderator variable and independent variable as 
well. Accordingly, the researcher used a questionnaire that combines those different types 
of variables together and this could be used in future researches. Nevertheless, the 
variables utilised in this study as well as different theories drawn from the existing 
literature were used in order to build new theoretical framework which could also be used 
for further researches.  
7.5 Recommendations 
Based on the study’s findings, the study provides several recommendations to the top 
management and policy makers in JTS including the following:  
1- Paying more attention to qualified people with leadership qualities and characters, as 
well as those people with creative thinking and innovative capabilities. 
2- Offering more training courses and workshops that will spread the culture of 
exchanging information, experiences, and skills among employees. 
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3- Providing more support for innovative ideas, and encouraging employees to rethink 
about traditional problems that they encounter in their day-to-day performance. 
4- Facilitating the communications channels among departments and employees that 
allow better interactive involvements in the decision-making process.  
5- Investing more in the human capital by employing qualified people with innovative 
skills. 
6- Considering the aspects of the employee’s job satisfaction during the process of 
strategic planning such as the nature of the job assigned to each employee, promotion 
opportunities, the payment and reward system. 
7- Making further efforts to create better work environment; this includes establishing 
good relationships among the employees, on the one hand, and the leaders on the 
other.  
7.6 Limitations of the study 
No work is perfect, and no research is without limitations, and although, there have been 
significant contributions made regarding the direct impact of TL on INN and indirect 
impact through JS and KS within JTS, this study has number of limitations that could be 
concluded as following: 
First, in terms of time frame, this study was conducted as a cross-sectional type, while 
this type mainly helpful in conclude prevalence, in that, prevalence is crucially significant 
to the researcher due to its considerable effects of the probability of any specific finding 
and the prospective value of any examination. This means, although data collected 
through survey may be beneficial to identify casual relationships between the study’s 
variables, but, it may not usually offer perception about the causes of these casual 
relationships Also, this weakens the generalisability of the findings (Kerlinger, 1986; 
Gravetter and Forzano, 2016).   
Second, in terms of context, this study is targeted developing countries and specifically, 
Jordan and it was conducted within telecommunication sector which includes three 
companies. Given that there is a broad domain of variances regarding business 
cultures/environments (e.g. policies, competition), as a result, this study does not reflect 
the diversity of businesses’ environments while these businesses are varied around the 
world. Consequently, the generalisation of the findings may not be applicable for other 
countries, cultures, and sectors or industries (Hofstede, Hofstede and Minkov, 2010).  
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Third, this study focuses and narrowing the investigation on specific type of leadership 
that is, TL as an enabler for JS and INN, although narrowing the scope of the study gives 
more understanding about the phenomenon understudy (Saunders, Lewis and Thornh, 
2012). Yet, there are other styles of leadership inherent within this style such as, 
transactional and laissez-faire leadership, as advocated by Bass (1985). Similarly, the 
focus was, also, on a particular type of innovation that is, product and service innovation. 
While, there are several types of innovation may take into consideration such as process, 
financial, and organisational innovation. Consequently, other styles of leadership and 
innovation could be considered. 
Fourth, in terms of the methodology, this study employed hand by hand questionnaire 
survey in the work field for the data collection for the quantitative part. Though, it has 
generated high response rate 81 percent, however, considering multiple data collection 
methods such as, email-surveys or/and postal questionnaires may have caused larger 
amount of data and response rate. Saunders, Lewis and Thorn (2012) claimed that, the 
using of mixed methods for collecting the data by questionnaire provides an alter way to 
recover the weaknesses of each method and this could enlarge rate of the response. On 
the other hand, interviews were used to collect the qualitative data. This method gives an 
opportunity to gain explanations or/and supporting of the findings yielded from 
quantitative analysis (Yin, 2011). Whereas, there are other options that might utilise and 
could be more beneficial in such cases such as focus group (Cooper and Schindler, 2011).  
Fifth, this study uses just one case study for the qualitative part. However, a single case 
study has been chosen due to the limitation of access to the other companies. Further, a 
single case considers helpful to gain rich, intensive and comprehensive information. 
Although, Yin (2011) concluded that one case study within departments, divisions, and 
sections in the same firm considers as multiple case studies. Yet, undertakes the three 
firms that represent the sector in Jordan may yield more robustness for the study. 
Consequently, multiple cases along different firms could be more beneficial (Cooper and 
Schindler, 2011). In Addition, the utilisation of in-depth interviews as a data collection 
method could lead to richer discussion, this in turn, may help in revealing other aspects 
to be used in the interpretations of the topic understudy (Yin, 2011). However, there is a 
risk in which, these interviews may lead to the tendency of having bias that could be 
occurred as interviewee might try to convince the interviewer that his/her way of the 
argument is worthier than another way for many reasons (Cooper and Schindler, 2011).  
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Sixth, the current study used convenience sampling. While, this type of sampling is one 
of the most popular types being used widely in the research process since it is easy and 
often uses in the field work (Onwuegbuzie and Collins, 2007), additionally, this type of 
sampling is affordable, simple and the participants are easily accessible. Yet, a researcher 
may build just poor presentation of some features regarding the sample of the study 
instead of an inductive official implication about the population under study (Creswell, 
2013). 
Seventh, the measures employed in the current study were adopted from different 
previous studies within the existing literature and they were widely used among 
researchers. These measures, also, have shown high level of validity and reliability among 
previous studies as well as in the current study. However, some of the measures for 
example, INN scale may not reflect the accurate assessment of product and service 
innovation. So, other scales may be adopted and employed. Which allows more effective 
and appropriate assessments, which in turn, helps in obtaining more accurate inferences 
and results. 
Eighth, narrowing the scope when doing a research, specifically in social science, is 
needed (Collis and Hussey, 2013). Correspondingly, the current study focuses on the 
innovation at the individual level. While, there other levels of innovation to be considered 
such as team and organisational level.  
7.7 Direction for future researches 
Drawn from the findings of the study, several directions for future researches have been 
proposed. First, more emphasis on longitudinal researches need to be considered. Those 
kinds of research’s designs may help in creating linkages among individuals, teams, 
innovation, and knowledge sharing. Besides, it may provide explanations about the role 
of the leaders in prompting KS culture and enhancing JS among employees. Longitudinal 
studies allow the researchers to observe in-depth the leaders’ practises, behaviours and 
attitudes towards the aforementioned variables. Also, they offer more reflections about 
the truth since the researcher spends more time in the workplace, which in turn, allows 
more generalisability for the findings of the study (Fraley and Hudson, 2014; Bell and 
Jones, 2015). 
Second, the model that was used in this study might be employed towards conducting 
researches in other contexts, industries, other styles of leadership and other types of 
innovation. This in turn, can contribute to the existing literature by offering better 
286 
 
understandings and new views about the impact of TL on INN through emphasising more 
about the mediating role of JS and the moderating role of KS. Also, comparison studies 
could be conducted in developing countries using the study’s model. 
Third, different contexts should be considered in such field of researches such as, 
developing and developed countries, public and private sectors, different types of 
industries. In that, the differences of cultural dimensions may affect such relationships 
(Hofstede, Hofstede and Minkov, 2010). Additionally, different sectors and industries, 
similarly, have different, forms, regulations, systems, and polices depends of the main 
aim of each type of industry. A comparative study is also needed in this field in order to 
evaluate the effectiveness of different styles of leadership in terms of JS, KS, and INN; 
taking into account that, leadership’s research, in its nature, is a multilevel research. 
Fourth, the current study investigates the impact of KS culture in the relationship between 
INN and TL. In addition, investigates the impact of TL on KS, such casual relations could 
be searched simultaneously with different types of innovation. While, other factors may 
be considered in searching these kinds of relationships such as, organisational culture, 
competition and support for innovation, centralisation, decentralisation, and 
formalisation. Whereas, there are other types of innovation such as organisational, 
technological, financial, process, radical, incremental, and administrative innovation that 
could be taken into consideration for further studies.  
Fifth, there are several types of methods, designs and strategies that could be adopted in 
conducting an investigation, wherein, each method design and strategy has its own 
advantages and disadvantages. Consequently, other methods could be more beneficial in 
terms of sampling, collecting and analysing the data. Using alter methods may obtain 
different results and inferences. While, other results obtained through using some of these 
methods may be more applicable and could be generalised (Saunders, Lewis and Thornh, 
2012; Sekaran and Bougie, 2016).  
Sixth, different schemes or strategies in selecting the sample of the study such as, random 
strategy, may lead to enhance the quality of the inferences and results. Since other 
strategies show advanced level of representing the population of the study undertaken. 
Which in turn, generates more credible level of generalisability of the results (Saunders, 
Lewis and Thornh, 2012; Sekaran and Bougie, 2016).  
Seventh, the current study measures, from one hand, TL behaviours by using MLQ 
comprises of four behaviours (4 Is), as the factor analysis results confirmed. Whereas, 
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Bass (1999) indicated that each behaviour has its own impact. On the other hand, the 
variable JS was measured using aJDI, despite the fact that the factor analysis 
differentiated the five aspects of JS; however, (Brayfield and Rothe, 1951; Smith, Kendall 
and  Hulin, 1969; Locke, 1969) argued that these aspects create different impact. 
Similarly, KS has two processes, denoting and collecting, while Van den Hooff and De 
Ridder (2004) claimed that there are differences regarding the impact of these processes. 
INN measurement could be enhanced and chosen on the base of its precise relation to 
product and service innovation. Therefore, further studies may shed light on which of TL 
behaviours, JS aspects, and KS processes have superior impact in improving product and 
service innovation. Also, other measurements could be employed to assess the variables 
undertaken in the current study. 
Eighth, one of the future directions that may be considered is taking into considerations 
other levels of innovation such as team and organisationl levels. While, innovation is not 
limit to the individual level so, other levels could be investigated in terms of the effect 
that could be exhibited through practising transformational leadership style.   
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Appendix 4: Research’s Questionnaire 
Hereby agree to participate in this study to be undertaken by Malek Al-edenat and I 
understand that the purpose of the research is to examine the impact of transformational 
leadership on reinforcing innovation. 
I understand that 
1. Upon receipt, my questionnaire will be coded, and my name and address kept 
separately from it. 
2. Any information that I provide will not be made public in any form that could reveal 
my identity to an outside party i.e. that I will remain fully anonymous. 
3. Aggregated results will be used for research purposes and may be reported in 
scientific and academic journals (including online publications). 
4. Individual results will not be released to any person except at my request and on 
my authorization. 
5. That I am free to withdraw my consent at any time during the study in which event 
my participation in the research study will immediately cease and any information 
obtained from me will not be used. 
 Signature:                                                                                Date: 
Thank you for participating in this Survey. 
The aim of this Survey is to understand the leadership style that influence knowledge 
sharing in teams and the impact on innovation. Telecommunication Management Team 
together with HR are supporting this Survey, which is a project undertaken to fulfill PhD 
program. All participants will be provided with a summary report describing the findings 
of the Survey and recommendations, if you wish so.  
Requirements of the Survey 
Attached is a set of questions that ask you to rate your Manager and your team in different 
topics. Please answer every question. There are no ‘right’ or ‘wrong’ answers. The Survey 
will take approximately 25 minutes to complete. 
Confidentiality 
All information is confidential and anonymous – please do not put your name anywhere 
on the survey questionnaire. 
Your participation and contribution are highly appreciated 
Section One 
Please complete this section by circling one of the response options. 
1. What is the highest educational qualification you hold? 
1. Diploma or lower 
 
2. Bachelor  3. Master  4. PhD  
2. How old are you?           
1.   18-28  2.   29-39  3.   40-50  4.   Over 50  
3. How many years of experience do you have?  
1.   Less than 2 years  2. (2 - 4)  3. (5 - 10)  4.   More than 10 years  
4. What is the total number of employees of your team? 
1. (1- 9)  2. (10 - 49)  3. (50 - 249)  4. (250 and above)  
5- Gender:  
Male                                                       Female  
6- Indicate your department  …………………………………………. 
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Section Two  
The following statements are made about 
transformational leadership. Please indicate your 
level of agreement with each statement by circling 
one of the response options, which range from 
strongly disagree (1) to strongly agree (5). 
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1- Instils pride in me for being associated with 
him/he. 
0 1 2 3 4 
2- Goes beyond self-interest for the good of the 
group. 
0 1 2 3 4 
3- Acts in ways that builds my respect. 0 1 2 3 4 
4- Displays a sense of power and confidence. 0 1 2 3 4 
5- Talks about his/her most important values and 
beliefs. 
0 1 2 3 4 
6- Specifies the importance of having a strong sense 
of purpose. 
0 1 2 3 4 
7- Considers the moral and ethical consequences of 
decisions.  
0 1 2 3 4 
8- Emphasizes the importance of having a collective 
sense of mission. 
0 1 2 3 4 
9- Talks optimistically about the future. 0 1 2 3 4 
10- Talks enthusiastically about what needs to be 
accomplished. 
0 1 2 3 4 
11- Articulates a compelling vision of the future.  0 1 2 3 4 
12- Expresses confidence that goals will be achieved. 0 1 2 3 4 
13- Re-examines critical assumptions to question 
whether they are appropriate. 
0 1 2 3 4 
14- Seeks differing perspectives when solving 
problems. 
0 1 2 3 4 
15- Gets me to look at problems from many different 
angles. 
0 1 2 3 4 
16- Suggests new ways of looking at how to complete 
assignments. 
0 1 2 3 4 
17- Spends time teaching and coaching. 0 1 2 3 4 
18- Treats me as an individual rather than just as a 
member of a group. 
0 1 2 3 4 
19- Considers me as having different needs, abilities, 
and aspirations from others. 
0 1 2 3 4 
20- Helps me to develop my strengths. 0 1 2 3 4 
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Section Three  
The following statements are made about 
Knowledge Sharing. Please indicate your level of 
agreement with each statement by circling one of the 
response options, which range from strongly 
disagree (1) to strongly agree (5). 
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1- When I have learned something new, I see to it that 
colleagues in my department can learn it as well 
0 1 2 3 4 
2- I share the information I have with colleagues 
within my department  
0 1 2 3 4 
3- I share my skills with colleagues within my 
department 
0 1 2 3 4 
4- When I have learned something new, I see to it that 
colleagues outside my department can learn it as well 
0 1 2 3 4 
5- I share the information I have with colleagues 
outside of my department 
0 1 2 3 4 
6- I share my skills with colleagues outside my 
department 
0 1 2 3 4 
7- Colleagues within my department tell me what 
they know, when I ask them about it 
0 1 2 3 4 
8- Colleagues within my department tell me what 
their skills are, when I ask them about it 
0 1 2 3 4 
9- Colleagues outside my department tell me what 
they know, when I ask them about it 
0 1 2 3 4 
10- Colleagues outside my department tell me what 
their skills are, when I ask them about it 
0 1 2 3 4 
Section Four 
The following statements are made about Job 
Satisfaction. Please indicate your level of agreement 
with each statement by circling one of the response 
options, which range from strongly disagree (1) to 
strongly agree (5). 
Yes Uncertain NO 
1- Gives sense of accomplishment. 3 2 1 
2- I find real enjoyment in my work. 3 2 1 
3- I’m satisfying with my work. 3 2 1 
4- Each day at work seems like it will never end. 1 2 3 
5- I feel challenging in my current job. 1 2 3 
1- I consider my payment fair. 3 2 1 
2- I feel underpaid comparing with my job. 1 2 3 
3- My income adequate for normal expenses. 3 2 1 
4- I fell well paid. 3 2 1 
5- The chance to do different things from time to time. 3 2 1 
1- Good chance for promotion 3 2 1 
2- My job considers as dead-end job 1 2 3 
3- Promotion depends on ability 3 2 1 
4- I have good opportunities for promotion 3 2 1 
5- I suffer from unfair promotion policy. 1 2 3 
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1- My supervisor praises the good work. 3 2 1 
2- My supervisor is annoying. 1 2 3 
3- My supervisor is tactful. 3 2 1 
4- My supervisor is bad. 1 2 3 
5- My supervisor like to be up to date. 3 2 1 
1- My co-workers are helpful. 3 2 1 
2- My co-workers are boring. 1 2 3 
3- My co-workers are intelligent. 3 2 1 
4- My co-workers are lazy. 1 2 3 
5- My co-workers are responsible. 3 2 1 
Section Five  
The following statements are made about 
innovation. Please indicate your level of agreement 
with each statement by circling one of the response 
options, which range from strongly disagree (1) to 
strongly agree (5). 
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1-In new product and service introduction, our 
company is often first-to-market 
0 1 2 3 4 
2- Our new products and services are often 
perceived as very novel by customers 
0 1 2 3 4 
3- New products and services in our company often 
take us up against new competitors 
0 1 2 3 4 
4- In comparison with competitors, our company has 
introduced more innovative products and services 
during past 5 years 
0 1 2 3 4 
5- We constantly emphasize development of 
particular and patent products 
0 1 2 3 4 
6- We manage to cope with market demands and 
develop new products quickly 
0 1 2 3 4 
7- We continuously modify design of our products 
and rapidly enter new emerging markets 
0 1 2 3 4 
8- Our company manages to deliver special products 
flexibly according to customers’ orders 
0 1 2 3 4 
9- We continuously improve old products and raise 
quality of new products 
0 1 2 3 4 
10- We initiated new procedures and methods in 
providing services.  
0 1 2 3 4 
11- We developed innovative ways of 
accomplishing work targets/objectives. 
0 1 2 3 4 
12- We developed new skills in order to foster 
innovations. 
0 1 2 3 4 
13- We initiated improved teaching strategies 0 1 2 3 4 
355 
 
Appendix 5: Interview Questions 
First: Leadership 
1- What are the most important traits and attributes in leading your team? 
2- Do you share the organisation vision and mission with your team?  
3- Do your employees involved regarding the potential dangers that may face the 
organisation in general and in particular with regard to your department? 
4- What do you do to make your employees have kind of proud?   
5- What are your priorities at work? 
6- How do you gain the respect of your team? 
7- Do you talk with the team about your most important values and beliefs? 
8-  Do have the ability to let your team feel the significance of identifying the 
purpose of the tasks entrusted to them? 
9- What do think about the ethical consequences of making decisions?  
10- How do you feel about having a common sense regarding the organisation? 
Give a brief description about the followings: 
• Idealised Influence: The attitudes, attributes, and behaviours that you feel acting 
as a role model 
1- ……………………………………………………. 
2- ……………………………………………………. 
3- ……………………………………………………. 
4- ……………………………………………………. 
• Inspirational Motivation: (Behaviours used to encourage individuals within your 
team)? With regard to the future challenges or solving intractable problems  
1- ……………………………………………………. 
2- ……………………………………………………. 
3- ……………………………………………………. 
4- ……………………………………………………. 
• Intellectual Stimulation: (Brainstorming)? What behaviours can be followed to 
make your employees able to think more in an innovative or creative way? 
1- ……………………………………………………. 
2- ……………………………………………………. 
3- ……………………………………………………. 
4- ……………………………………………………. 
• Individual Considerations: Individual differences among each member of your 
team, whether personal or public needs within the work environment? 
1- ……………………………………………………. 
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2- ……………………………………………………. 
3- ……………………………………………………. 
4- ……………………………………………………. 
Second: Job Satisfaction  
1- What do you think of the term in the work environment?  
2- How do you think the following could be measured? 
• The extent of employee satisfaction about the job from various aspects with 
regard to salary, vacations, incentives, working hours, and the promotions  
• Can we describe these things as indicators of job satisfaction? 
Third: Knowledge sharing 
1- Do you think that exchanging knowledge with your team is important? 
2- Do you share the knowledge you have with your team? 
3- How could you encourage your team to share knowledge with each other? 
4- Do you think that keeping some important knowledge to yourself gives you an 
advantage in the work? 
Fourth: Innovation 
1- Does your team have the opportunity to think in an innovative way? 
2- Do you induce your team to think out of the box? How could you encourage 
innovative thinking? 
3- Do you support any innovative idea that an employee comes up with, and how? 
4- Do you have any procedures to discover any innovative capabilities in any 
member of your team? 
5- Does the organisation in general encourage the innovative employees? 
 
Appendix 6: Table 6-2 Descriptive Statistics 
Variable N Minimum Maximum Mean Std. Deviation 
ID 486 1 486 243.50 140.440 
Gender 486 1 2 1.59 .493 
Degree 486 1 5 2.51 .887 
Age 486 1 5 2.09 .955 
Tenure 486 1 5 2.53 1.027 
Marital status 486 1 3 1.56 .629 
Valid N (listwise) 486     
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Appendix 7: Table 6-3 Descriptive Statistics 
Item N Minimum Maximum Mean 
TL1 486 1 5 4.14 
TL2 486 1 5 4.12 
TL3 486 1 5 4.15 
TL4 486 1 5 4.14 
TL5 486 2 5 4.20 
TL6 486 3 5 4.14 
TL7 486 3 5 4.18 
TL8 486 3 4 4.17 
TL9 486 3 5 4.20 
TL10 486 2 5 4.14 
TL11 486 2 5 4.16 
TL12 486 2 5 4.14 
TL13 486 3 5 4.14 
TL14 486 2 5 4.17 
TL15 486 3 5 4.18 
TL16 486 3 5 4.19 
TL17 486 3 5 4.18 
TL18 486 2 5 4.16 
TL19 486 3 5 4.14 
TL20 486 3 5 4.15 
KS1 486 3 5 4.15 
KS2 486 3 5 4.18 
KS3 486 2 5 4.14 
KS4 486 2 5 4.14 
KS5 486 3 5 4.12 
KS6 486 3 5 4.12 
KS7 486 2 5 4.13 
KS8 486 2 4 4.11 
KS9 486 2 5 4.12 
KS10 486 2 5 4.11 
JS1 486 2 5 4.11 
JS2 486 2 5 4.10 
JS3 486 2 5 4.09 
JS4 486 2 5 4.10 
JS5 486 2 5 4.09 
JS6 486 2 5 4.09 
JS7 486 2 5 4.07 
JS8 486 2 5 4.07 
JS9 486 2 5 4.13 
JS10 486 2 5 4.16 
JS11 486 2 5 4.15 
JS12 486 2 5 4.16 
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JS13 486 2 5 4.16 
JS14 486 2 5 4.15 
JS15 486 2 5 4.15 
JS16 486 2 5 4.15 
JS17 486 2 5 4.15 
JS18 486 2 5 4.15 
JS19 486 1 5 3.96 
JS20 486 1 5 3.98 
JS21 486 1 5 3.96 
JS22 486 1 5 3.97 
JS23 486 2 5 4.12 
JS24 486 2 5 4.12 
JS25 486 1 5 4.05 
INN1 486 1 5 3.91 
INN2 486 1 4 3.95 
INN3 486 3 5 4.16 
INN4 486 2 5 4.16 
INN5 486 2 5 4.15 
INN6 486 3 5 4.21 
INN7 486 3 5 4.15 
INN8 486 3 5 4.16 
INN9 486 3 5 4.15 
INN10 486 3 5 4.17 
INN11 486 2 5 4.16 
INN12 486 2 5 4.14 
INN13 486 2 5 4.13 
Valid N (listwise) 486    
 
Appendix 8: Table 6-4 Descriptive Statistics for all items 
Item 
N Mean 
Std. 
Deviation 
Variance Skewness Kurtosis 
Statistic Statistic Std.Err Statistic Statistic Statistic Std.Err Statistic Std.Err 
TL1 486 4.14 .036 .794 .630 -.475 .111 -.397 .221 
TL2 486 4.12 .036 .800 .640 -.371 .111 -.825 .221 
TL3 486 4.15 .036 .792 .627 -.599 .111 .104 .221 
TL4 486 4.14 .036 .802 .643 -.399 .111 -.816 .221 
TL5 486 4.20 .035 .779 .607 -.421 .111 -1.074 .221 
TL6 486 4.14 .035 .780 .609 -.253 .111 -1.316 .221 
TL7 486 4.18 .035 .761 .579 -.309 .111 -1.217 .221 
TL8 486 4.17 .035 .773 .597 -.269 .111 -1.224 .221 
TL9 486 4.20 .034 .760 .578 -.356 .111 -1.195 .221 
TL10 486 4.14 .036 .786 .618 -.362 .111 -1.002 .221 
TL11 486 4.16 .034 .754 .568 -.303 .111 -1.095 .221 
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TL12 486 4.14 .036 .785 .617 -.307 .111 -1.168 .221 
TL13 486 4.14 .035 .776 .602 -.244 .111 -1.301 .221 
TL14 486 4.17 .035 .771 .594 -.353 .111 -1.072 .221 
TL15 486 4.18 .035 .767 .589 -.317 .111 -1.240 .221 
TL16 486 4.19 .035 .765 .585 -.331 .111 -1.226 .221 
TL17 486 4.18 .035 .767 .589 -.317 .111 -1.240 .221 
TL18 486 4.16 .035 .780 .608 -.310 .111 -1.214 .221 
TL19 486 4.14 .035 .776 .602 -.244 .111 -1.301 .221 
TL20 486 4.15 .035 .771 .595 -.257 .111 -1.279 .221 
KM1 486 4.15 .035 .771 .595 -.257 .111 -1.279 .221 
KM2 486 4.18 .035 .769 .591 -.326 .111 -1.244 .221 
KM3 486 4.14 .036 .786 .618 -.337 .111 -1.086 .221 
KM4 486 4.14 .035 .770 .592 -.276 .111 -1.182 .221 
KM5 486 4.12 .036 .794 .630 -.209 .111 -1.384 .221 
KM6 486 4.12 .036 .790 .623 -.211 .111 -1.367 .221 
KM7 486 4.09 .039 .851 .723 -.501 .111 -.689 .221 
KM8 486 4.09 .039 .869 .755 -.471 .111 -.746 .221 
KM9 486 4.09 .039 .854 .730 -.493 .111 -.721 .221 
KM10 486 4.08 .039 .859 .738 -.468 .111 -.775 .221 
JS1 486 4.11 .039 .855 .731 -.525 .111 -.691 .221 
JS2 486 4.10 .039 .862 .742 -.506 .111 -.753 .221 
JS3 486 4.09 .039 .852 .727 -.487 .111 -.715 .221 
JS4 486 4.10 .039 .851 .725 -.524 .111 -.671 .221 
JS5 486 4.09 .039 .867 .751 -.511 .111 -.714 .221 
JS6 486 4.09 .038 .847 .717 -.509 .111 -.655 .221 
JS7 486 4.07 .039 .858 .737 -.477 .111 -.729 .221 
JS8 486 4.07 .039 .861 .741 -.466 .111 -.757 .221 
JS9 486 4.12 .039 .863 .745 -.533 .111 -.737 .221 
JS10 486 4.14 .039 .862 .743 -.584 .111 -.674 .221 
JS11 486 4.15 .039 .862 .744 -.596 .111 -.661 .221 
JS12 486 4.15 .039 .855 .731 -.615 .111 -.593 .221 
JS13 486 4.16 .039 .854 .729 -.633 .111 -.562 .221 
JS14 486 4.15 .039 .859 .738 -.607 .111 -.628 .221 
JS15 486 4.15 .039 .856 .733 -.618 .111 -.595 .221 
JS16 486 4.15 .039 .860 .739 -.618 .111 -.584 .221 
JS17 486 4.15 .039 .862 .744 -.596 .111 -.661 .221 
JS18 486 4.15 .039 .859 .738 -.607 .111 -.628 .221 
JS19 486 3.96 .040 .887 .786 -.686 .111 .118 .221 
JS20 486 3.98 .040 .872 .760 -.713 .111 .242 .221 
JS21 486 3.96 .041 .898 .807 -.742 .111 .246 .221 
JS22 486 3.97 .040 .883 .780 -.707 .111 .175 .221 
JS23 486 4.12 .038 .842 .708 -.554 .111 -.572 .221 
JS24 486 4.12 .038 .842 .709 -.566 .111 -.561 .221 
JS25 486 4.05 .040 .877 .768 -.621 .111 -.293 .221 
INN1 486 3.91 .043 .939 .882 -.621 .111 -.240 .221 
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INN2 486 3.95 .041 .902 .814 -.536 .111 -.348 .221 
INN3 486 4.16 .035 .765 .586 -.285 .111 -1.245 .221 
INN4 486 4.16 .035 .765 .586 -.312 .111 -1.148 .221 
INN5 486 4.15 .035 .778 .605 -.343 .111 -1.037 .221 
INN6 486 4.21 .035 .763 .583 -.374 .111 -1.199 .221 
INN7 486 4.15 .035 .767 .589 -.270 .111 -1.257 .221 
INN8 486 4.16 .034 .755 .571 -.271 .111 -1.206 .221 
INN9 486 4.15 .035 .772 .597 -.273 .111 -1.278 .221 
INN10 486 4.17 .035 .769 .591 -.302 .111 -1.253 .221 
INN11 486 4.16 .035 .768 .590 -.302 .111 -1.165 .221 
INN12 486 4.14 .035 .775 .600 -.358 .111 -.938 .221 
INN13 486 4.13 .035 .780 .608 -.256 .111 -1.236 .221 
          
 
Appendix 9: Table 6-7 Item Total Statistics 
Item Cronbach'sAlpha 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected Item-
Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
TL1 
0.89 
79.04 192.714 .911 .993 
TL2 79.05 192.084 .934 .993 
TL3 79.03 192.550 .922 .993 
TL4 79.04 192.085 .933 .993 
TL5 78.98 193.385 .898 .993 
TL6 79.03 192.322 .948 .993 
TL7 79.00 193.089 .935 .993 
TL8 79.01 192.889 .930 .993 
TL9 
0.90 
78.98 193.389 .921 .993 
TL10 79.03 192.531 .930 .993 
TL11 79.02 192.643 .967 .993 
TL12 79.03 192.409 .937 .993 
TL13 
0.93 
79.04 192.429 .948 .993 
TL14 79.01 192.594 .946 .993 
TL15 79.00 192.864 .938 .993 
TL16 78.99 193.152 .926 .993 
TL17 
0.94 
79.00 192.625 .950 .993 
TL18 79.02 192.958 .917 .993 
TL19 79.04 192.780 .931 .993 
TL20 79.03 192.442 .953 .993 
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Appendix 10: Table 6-9 Item-Total Statistics 
Item Cronbach's 
Alpha 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected Item-
Total Correlation 
Cronbach's Alpha 
if Item Deleted 
JS1 
0.86 
98.28 140.364 .693 .911 
JS2 98.29 140.210 .695 .911 
JS3 98.30 140.446 .691 .911 
JS4 98.28 140.187 .706 .911 
JS5 98.30 140.380 .682 .911 
JS6 
0.90 
98.29 140.291 .705 .911 
JS7 98.31 140.513 .683 .911 
JS8 98.32 140.564 .678 .911 
JS9 98.26 138.899 .766 .910 
JS10 98.23 138.957 .769 .910 
JS11 
0.85 
98.23 138.642 .782 .909 
JS12 98.23 138.691 .783 .909 
JS13 98.23 138.808 .776 .910 
JS14 98.24 138.615 .780 .910 
JS15 98.23 138.671 .781 .910 
JS16 
0.91 
98.24 138.642 .778 .910 
JS17 98.24 138.712 .772 .910 
JS18 98.24 138.805 .770 .910 
JS19 98.43 154.625 -.012 .924 
JS20 98.41 154.613 -.011 .924 
JS21 
0.89 
98.43 154.472 -.006 .924 
JS22 98.42 154.257 .005 .923 
JS23 98.27 153.770 .032 .923 
JS24 98.27 153.871 .027 .923 
JS25 98.34 150.780 .167 .921 
 
Appendix 11: Table 6-11 Item-Total Statistics 
Item 
Cronbach's 
Alpha 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected Item-
Total Correlation 
Cronbach's Alpha 
if Item Deleted 
KS1 
0.93 
61.93 83.080 .703 .946 
KS2 61.89 83.320 .688 .947 
KS3 61.93 83.193 .680 .947 
KS4 61.93 83.274 .691 .947 
KS5 61.96 82.982 .688 .947 
KS6 61.96 82.926 .697 .947 
KS7 
0.96 
61.94 82.044 .749 .945 
KS8 61.97 82.104 .716 .946 
KS9 61.96 82.227 .726 .946 
KS10 61.97 82.094 .726 .946 
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Appendix 12: Table 6-13 Item-Total Statistics 
Item 
Cronbach's 
Alpha 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected Item-
Total Correlation 
Cronbach's Alpha 
if Item Deleted 
INN1  53.83 84.694 .925 .982 
INN2  53.78 84.675 .943 .981 
INN3  53.57 78.027 .930 .969 
INN4  53.57 77.961 .936 .969 
INN5 0.973 53.59 77.690 .941 .969 
INN6  53.52 78.139 .924 .969 
INN7  53.58 77.778 .948 .969 
INN8  53.58 77.803 .962 .969 
INN9  53.58 77.650 .951 .969 
INN10  53.56 77.892 .936 .969 
INN11  53.58 77.741 .950 .969 
INN12  53.59 77.735 .941 .969 
INN13  53.60 77.712 .937 .969 
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Appendix 13: Table 6-16 Total Variance Explained 
C
o
m
p
o
n
e
n
t Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings 
Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 10.599 15.587 15.587 10.599 15.587 15.587 9.857 14.496 14.496 
2 7.920 11.647 27.234 7.920 11.647 27.234 5.642 8.297 22.793 
3 5.395 7.933 35.167 5.395 7.933 35.167 5.509 8.101 30.894 
4 4.594 6.757 41.924 4.594 6.757 41.924 4.346 6.392 37.286 
5 3.913 5.755 47.679 3.913 5.755 47.679 4.157 6.113 43.399 
6 3.708 5.453 53.131 3.708 5.453 53.131 4.018 5.909 49.308 
7 3.119 4.586 57.718 3.119 4.586 57.718 3.667 5.393 54.701 
8 2.928 4.305 62.023 2.928 4.305 62.023 3.413 5.019 59.721 
9 2.786 4.098 66.121 2.786 4.098 66.121 3.213 4.724 64.445 
10 2.645 3.889 70.010 2.645 3.889 70.010 2.936 4.318 68.763 
11 2.602 3.827 73.837 2.602 3.827 73.837 2.914 4.286 73.048 
12 2.260 3.324 77.161 2.260 3.324 77.161 2.738 4.027 77.075 
13 1.201 1.767 78.927 1.201 1.767 78.927 1.260 1.852 78.927 
14 .970 1.427 80.354       
15 .955 1.404 81.758       
16 .895 1.316 83.075       
17 .859 1.263 84.338       
18 .716 1.052 85.390       
19 .645 .949 86.339       
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20 .617 .908 87.247       
21 .576 .847 88.094       
22 .562 .826 88.919       
23 .500 .735 89.654       
24 .493 .725 90.379       
25 .439 .646 91.025       
26 .418 .615 91.640       
27 .387 .568 92.209       
28 .353 .520 92.728       
29 .340 .501 93.229       
30 .315 .463 93.692       
31 .284 .418 94.110       
32 .268 .395 94.505       
33 .258 .379 94.885       
34 .250 .367 95.252       
35 .243 .357 95.609       
36 .237 .348 95.957       
37 .219 .323 96.280       
38 .205 .302 96.582       
39 .186 .274 96.855       
40 .177 .260 97.115       
41 .160 .236 97.351       
42 .155 .228 97.579       
43 .152 .224 97.803       
44 .148 .217 98.020       
45 .132 .194 98.214       
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46 .121 .178 98.392       
47 .112 .165 98.557       
48 .103 .152 98.709       
49 .094 .138 98.846       
50 .089 .131 98.977       
51 .085 .124 99.101       
52 .075 .110 99.211       
53 .070 .103 99.314       
54 .068 .100 99.414       
55 .062 .091 99.505       
56 .061 .089 99.595       
57 .051 .075 99.669       
58 .046 .068 99.737       
59 .037 .055 99.792       
60 .035 .051 99.843       
61 .027 .040 99.883       
62 .024 .035 99.917       
63 .021 .031 99.948       
64 .018 .026 99.974       
65 .008 .012 99.986       
66 .004 .006 99.992       
67 .003 .005 99.997       
68 .002 .003 100.000       
Extraction Method: Principal Component Analysis. 
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Appendix 14: Table 6-17 Rotated Component Matrix 
 
Component 
1 2 3 4 5 6 7 8 9 10 11 12 13 
TL1   .776           
TL2   .844           
TL3   .724           
TL4   .843           
TL5   .786           
TL6   .784           
TL7   .809           
TL8   .810           
TL9    .977          
TL10    .977          
TL11    .981          
TL12    .973          
TL13           .905   
TL14           .800   
TL15           .739   
TL16           .861   
TL17         .901     
TL18         .848     
TL19         .888     
TL20         .885     
JSCW1      .848        
JSCW2      .880        
JSCW3      .886        
JSCW4      .874        
JSCW5      .879        
JSCP1     .953         
JSCP2     .905         
JSCP3     .839         
JSCP4     .872         
JSCP5     .936         
JSPO1          .903    
JSPO2          .690    
JSPO3          .921    
JSPO4          .711    
JSPO5          .791    
JSS1            .702  
JSS2            .817  
JSS3            .741  
JSS4            .710  
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JSS5            .810  
JSW1       .888       
JSW2       .827       
JSW3       .815       
JSW4       .818       
JSW5    .154   .793       
KS1  .970            
KS2  .917            
KS3  .938            
KS4  .969            
KS5  .941            
KS6  .947            
KS7        .869      
KS8        .921      
KS9        .876      
KS10        .933      
INN1 .785             
INN2 .831             
INN3 .881             
INN4 .830             
INN5 .748            .237 
INN6 .911             
INN7 .907             
INN8 .824            .177 
INN9 .918             
INN10 .889             
INN11 .911             
INN12 .779            .233 
INN13 .855             
Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 6 iterations. 
Appendix 15: Table 6-19 Item-Total Statistics 
Factors 
Cronbach's 
Alpha 
Item 
Corrected Item-Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
IF 0.833 
IF1 0.927 0.797 
IF2 0.943 0.795 
IF3 0.947 0.795 
IF4 0.951 0.794 
IF5 0.912 0.781 
IF6 0.930 0.784 
IF7 0.898 0.801 
IF8 0.914 0.811 
IM 0.835 
IM1 0.945 0.797 
IM2 0.953 0.798 
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IM3 0.955 0.797 
IM4 0.930 0.700 
IS 0.836 
IS1 0.970 0.799 
IS2 0.955 0.797 
IS3 0.952 0.798 
IS4 0.959 0.798 
IC 0.862 
IC1 0.942 0.735 
IC2 0.963 0.734 
IC3 0.949 0.734 
IC4 0.961 0.733 
KSD 0.794 
KSD1 0.934 0.763 
KSD2 0.908 0.764 
KSD3 0.915 0.763 
KSD4 0.925 0.763 
KSD5 0.921 0.762 
KSD6 0.923 0.762 
KSC 0.801 
KSC1 0.856 0.756 
KSC2 0.836 0.757 
KSC3 0.843 0.757 
KSC4 0.886 0.749 
JSCW 0.838 
JSCW1 0.980 0.801 
JSCW2 0.976 0.800 
JSCW3 0.985 0.800 
JSCW4 0.976 0.801 
JSCW4 0.964 0.794 
JSCP 0.811 
JSCP1 0.861 0.767 
JSCP2 0.848 0.767 
JSCP3 0.854 0.766 
JSCP4 0.682 0.786 
JSCP5 0.701 0.788 
JSOP 0.837 
JSOP1 0.984 0.800 
JSOP2 0.982 0.801 
JSOP3 0.989 0.800 
JSOP4 0.993 0.799 
JSOP5 0.974 0.774 
JSS 0.805 
JSS1 0.923 0.794 
JSS2 0.924 0.793 
JSS3 0.924 0.793 
JSS4 0.884 0.864 
JSS5 0.898 0.787 
JSW 0.877 
JSW1 0.839 0.854 
JSW2 0.854 0.853 
JSW3 0.816 0.846 
JSW4 0.807 0.832 
JSW5 0.816 0.846 
INN 0.801 
INN1 0.821 0.878 
INN2 0.875 0.858 
INN3 0.872 0.858 
INN4 0.874 0.857 
INN5 0.875 0.858 
INN6 0.880 0.857 
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INN7 0.845 0.799 
INN8 0.853 0.787 
INN9 0.841 0.812 
INN10 0.901 0.801 
INN11 0.897 0.803 
INN12 0.887 0.798 
INN13 0.876 0.787 
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Appendix 16: Table 6-20 one-sample test 
Factors Items 
t Df Sig. (2-tailed) 
IF 
TLIF1 3.828 485 .000 
TLIF2 3.401 485 .001 
TLIF3 4.182 485 .000 
TLIF4 5.707 485 .000 
TLIF5 3.332 485 .000 
TLIF6 3.254 485 .001 
TLIF7 4,021 485 .000 
TLIF8 4.127 485 .000 
IM 
TLIM1 4.012 485 .000 
TLIM2 5.127 485 .000 
TLIM3 5.848 485 .000 
TLIM4 4.038 485 .000 
IS 
TLIS1 3.985 485 .000 
TLIS2 3.918 485 .000 
TLIS3 4.826 485 .000 
TLIS4 5.144 485 .000 
IC 
TLIC1 5.144 485 .000 
TLIC2 4.480 485 .000 
TLIC3 3.918 485 .000 
TLIC4 4.175 485 .000 
KSD 
KSD1 4.038 485 .000 
KSD2 4.067 485 .000 
KSD3 3.200 485 .001 
KSD4 3.275 485 .001 
KSD5 3.622 485 .000 
KSD6 4.123 485 .000 
KSC 
KSC1 3.244 485 .001 
KSC2 3.947 485 .000 
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KSC3 3.547 485 .000 
KSC4 3.231 485 .000 
JSCW 
JSCW1 2.759 485 .003 
JSCW2 2.235 485 .026 
JSCW3 2.717 485 .002 
JSCW4 2.636 485 .010 
JSCW5 2.198 485 .028 
JSCP 
JSCP1 2.465 485 .004 
JSCP2 3.902 485 .001 
JSCP3 2.791 485 .004 
JSCP4 2.014 485 .002 
JSCP5 4.095 485 .000 
JSOP 
JSOP1 3.974 485 .000 
JSOP2 4.144 485 .000 
JSOP3 3.832 485 .000 
JSOP4 3.854 485 .000 
JSOP5 3.974 485 .000 
JSS 
JSS1 3.745 485 .000 
JSS2 3.735 485 .000 
JSS3 3.854 485 .000 
JSS4 2.962 495 .000 
JSS5 3.023 485 .000 
JSW 
JSW1 3.010 485 .000 
JSW2 3.873 485 .000 
JSW3 3.018 485 .003 
JSW4 3.294 485 .000 
JSW5 2.179 485 .002 
INN  
INPRO1 2.222 485 .001 
INPRO2 2.106 485 .002 
INPRO3 4.682 485 .000 
INPRO4 4.682 485 .000 
INPRO5 4.200 485 .000 
INPRO6 3.061 485 .000 
INPRO7 4.435 485 .000 
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INSER8 4.623 485 .000 
INSER9 4.404 485 .000 
INSER10 4.896 485 .000 
INSER11 4.488 485 .000 
INSER13 3.665 485 .000 
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Appendix 17: Table 6-45 Simple Descriptive Statistics of original scores 
Item N Minimum Maximum Mean Std. Deviation 
TL1_N 486 0 4 3.14 .794 
TL2_N 486 0 4 3.12 .800 
TL3_N 486 0 4 3.15 .792 
TL4_N 486 0 4 3.14 .801 
TL5_N 486 1 4 3.20 .779 
TL6_N 486 2 4 3.14 .780 
TL7_N 486 2 4 3.18 .761 
TL8_N 485 2 4 3.16 .773 
TL9_N 486 2 4 3.20 .760 
TL10_N 486 1 4 3.14 .786 
TL11_N 486 1 4 3.16 .754 
TL12_N 486 1 4 3.14 .785 
TL13_N 486 2 4 3.14 .776 
TL14_N 486 1 4 3.17 .771 
TL15_N 486 2 4 3.18 .767 
TL16_N 486 2 4 3.19 .765 
TL17_N 486 2 4 3.18 .767 
TL18_N 486 1 4 3.16 .780 
TL19_N 486 2 4 3.14 .776 
TL20_N 486 2 4 3.15 .771 
JS1_N 486 1 3 2.72 .519 
JS2_N 486 1 3 2.71 .523 
JS3_N 486 1 3 2.71 .522 
JS4_N 486 1 3 2.72 .518 
JS5_N 486 1 3 2.70 .533 
JS6_N 486 1 3 2.72 .518 
JS7_N 486 1 3 2.70 .529 
JS8_N 486 1 3 2.70 .531 
JS9_N 486 1 3 2.72 .518 
JS10_N 486 1 3 2.74 .510 
JS11_N 486 1 3 2.73 .512 
JS12_N 486 1 3 2.74 .509 
JS13_N 486 1 3 2.74 .510 
JS14_N 486 1 3 2.73 .514 
JS15_N 486 1 3 2.73 .512 
JS16_N 486 1 3 2.73 .518 
JS17_N 486 1 3 2.72 .516 
JS18_N 486 1 3 2.73 .514 
JS19_N 486 1 3 2.67 .600 
JS20_N 486 1 3 2.69 .584 
JS21_N 486 1 3 2.67 .607 
JS22_N 486 1 3 2.68 .598 
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JS23_N 486 1 3 2.73 .513 
JS24_N 486 1 3 2.73 .512 
JS25_N 486 1 3 2.70 .560 
KS1_N 486 2 4 3.15 .771 
KS2_N 486 2 4 3.18 .769 
KS3_N 486 1 4 3.14 .786 
KS4_N 486 1 4 3.14 .770 
KS5_N 486 2 4 3.12 .794 
KS6_N 486 2 4 3.12 .790 
KS7_N 486 1 4 3.13 .851 
KS8_N 486 1 4 3.11 .869 
KS9_N 486 1 4 3.12 .854 
KS10_N 486 1 4 3.11 .859 
INN1_N 486 0 4 2.91 .939 
INN2_N 486 0 4 2.95 .901 
INN3_N 486 2 4 3.16 .766 
INN4_N 486 1 4 3.16 .765 
INN5_N 486 1 4 3.15 .777 
INN6_N 486 2 4 3.20 .763 
INN7_N 486 2 4 3.15 .766 
INN8_N 486 2 4 3.16 .756 
INN9_N 486 2 4 3.15 .771 
INN10_N 486 2 4 3.17 .770 
INN11_N 486 1 4 3.15 .768 
INN12_N 486 1 4 3.14 .776 
INN13_N 486 1 4 3.13 .779 
Valid N (listwise) 485     
Appendix 18: Interviewees list 
Code Gender Department Age Experience 
Dep1 Male R & D 43 10 
Dep2 Male Customer Service 40 12 
Dep3 Female Human Resource 50 22 
Dep4 Male Finance 39 11 
Dep5 Female Quality Assurance 45 15 
Dep6 Male Sales 42 9 
Dep7 Male IT 37 7 
Dep8 Female Marketing 53 25 
Dep9 Female General Management 55 30 
Dep10 Male Investment 48 18 
Dep11 Male Branches Management 46 10 
Dep12 Male Interconnection and Regulatory 
Affairs 
63 35 
Dep13 Male Operation Management 57 28 
Dep14 Female Risk Management 49 20 
Dep15 Female Public Relations 60 37 
Dep16 Male Security Management 44 14 
375 
 
Dep17 Male Documentation and Information 42 20 
Dep18 Female Executive Office 41 15 
Dep19 Male Corporate Management 56 29 
Dep20 Female Facilities Management 51 27 
Dep21 Male Supplies Management 39 9 
Dep22 Male External Affairs Management 38 8 
Dep23 Male Network Operation 35 12 
Dep24 Female Planning Management 52 35 
Dep25 Male Corporate communications and CSR 44 17 
 
Appendix 19: Nvivo output of TL behaviours (4 Is) within the case study 
1- Idealised Influence (IF) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
IF
Role 
Model 
Pride
Shared 
Vision 
Trust
Respect
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2- Inspirational Motivation (IM) 
 
 
 
3- Intellectual Stimulation (IS) 
 
 
 
 
 
 
 
IM
Communicating 
Vision
Performance 
Beyond 
Expectations
Shared 
Vision 
Trust
Encouragement
IS
Problem Solving
Effectiveness
Rationality
Promotes 
Intelligence
New Ways of 
Performing
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4- Individualised consideration (IC) 
 
5- INN 
 
 
IC
Pay Attention 
Disparity
AdvisesCoaches
Special Needs
INN
New Product
Novel Ideas
Creative 
Behaviour 
New Ways 
of 
Performing 
Competitive 
Advantage
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6- TL and INN 
 
7- JS 
 
 
 
TL - INN
Support for 
Innovation
Brainstorming
Leader follower 
relationship 
CommitmentThink Out of 
Box
Leader's 
Expectations
self-efficacy
JS
Appropriate 
Assignments 
and Duties
Harmonising 
the Team’s 
Members
Friendly 
Relationship
Good Work 
Environment
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8- TL and JS 
 
 
9- JS and INN 
 
 
 
TL - JS
Empowerment
Task 
Requirements
Identification 
with Leader
Autonomy 
Goals' 
Accomplishment 
Job Security
JS - INN
Shared Meaning
Positive Emotion 
at Work
Reward System
Perceived SupportChallenging Goals
Job Design
Organisational 
Culture
380 
 
10-KS processes 
 
KS
Gathering and 
Asking 
Helping New 
Employees in 
Functioning 
Ability of 
sharing 
experience
Supports 
sharing skills 
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